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Abstract 

Training perceived as irrelevant or insufficient may lead to disengagement, lower 

performance, and even burnout, particularly in high-stress healthcare environments. The 

specific research problem is that Lebanese hospitals fail to adopt tailored training 

strategies that effectively enhance healthcare workers’ perceptions of their performance. 

The purpose of this qualitative interpretive phenomenological study was to explore the 

lived experiences of hospital employees in Lebanon, focusing on how ongoing training 

influenced their perceived job performance. Social learning theory, organizational 

learning theory, and institutional theory grounded this study. The participants comprised 

nine hospital administrators in Beirut. Data were collected using in-depth, semistructured 

interviews. Ten themes emerged from the thematic analysis. The first five themes 

include: (a) satisfaction and perceived impact; (b) professional growth and skill 

advancement; (c) organizational culture, support, and alignment; (d) training design, 

delivery, and relevance; (e) accessible and supportive learning environments. The 

remaining themes are: (f) systemic and logistical training barriers, (g) emotional 

intelligence and mental health support, (h) patient safety and emergency preparedness, (i) 

engagement and internal motivation, and (j) peer, interdisciplinary, and operational 

learning. Findings underscore the importance of culturally sensitive, accessible, and 

contextually relevant training programs in fostering individual development and 

institutional effectiveness. The implications for positive social change include the 

potential for hospital administrators and policymakers to strengthen the healthcare 

workforce’s continuous training to improve performance and patient care in Lebanon.
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Chapter 1: Introduction to the Study 

Introduction 

Continuous training is crucial in the healthcare sector due to rapidly evolving 

medical knowledge and technologies (Haleem et al., 2022). Continuous training could 

impact employee performance, improve patient care and safety (Rivaldo & Nabella, 

2023), and boost employee morale, job satisfaction, and retention rates (Elsafty & Oraby, 

2022). Analyzing employees’ perceptions helps identify effective training practices and 

areas that need improvement (Al Wali et al., 2023). In this study, I focused on 

understanding how continuous training programs in hospitals influence employees’ 

perceptions of their performance.  

The study of employees’ perceptions of their performance based on continuous 

training in hospitals is essential to understanding the direct impact of ongoing educational 

programs on healthcare staff efficacy (Corden et al., 2022) as it can optimize patient care, 

improving staff performance, and ensuring the long-term success of healthcare 

organizations (Radević et al., 2023). Continuous training is critical for keeping up with 

medical advancements, technological updates, and evolving patient care protocols in the 

high-stakes healthcare environment (Herrera-Aliaga & Estrada, 2022). Evaluating how 

these training programs influence employees’ self-assessment of their performance can 

highlight areas of strength and identify gaps needing further development.  

The social implication of this study could lead to a cultural shift within hospitals 

towards prioritizing lifelong learning and professional development. The cultural shift 

could foster a more motivated and competent workforce, reducing burnout and increasing 
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job satisfaction. Moreover, the study’s findings could influence policy decisions, 

encouraging investment in continuous training programs across the healthcare sector. 

Chapter 1 includes a discussion of the study’s background, problem, purpose 

statement, research question, and the theoretical framework in which the study was 

grounded. I also discuss the nature of the research and the definitions of concepts related 

to the topic of interest. I address the assumptions made when conducting the study, the 

scope, the delimitations, the limitations, and the significance. Lastly, an overall summary 

concludes Chapter 1. 

Background 

The importance of continuous training in healthcare has been well-documented in 

the literature. Studies have highlighted that ongoing professional development is crucial 

for maintaining and improving the competencies of healthcare professionals. Continuous 

training helps healthcare workers keep abreast of the latest advancements in medical 

technology, procedures, and patient care standards, enhancing their ability to provide 

high-quality care (Bhatti et al., 2022; Niati et al., 2021). 

An employee’s perception of training programs is crucial to their overall job 

satisfaction and performance. Employees who perceive their training as relevant and 

valuable are likelier to report higher job satisfaction and performance, which can increase 

motivation and professional growth among healthcare workers (Krijgsheld et al., 2022; 

Sesen & Ertan, 2022). Understanding how training programs interact with current 

improvement approaches can help organizations develop strategies for improving 

performance, efficiency, and innovation (Handayani & Kasidin, 2022; Van Assen, 2021). 
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Incorporating effective training programs and encouraging employee participation in 

improvement projects issued by the human resources department can lead to a more 

responsive and adaptive organizational culture, ultimately improving competitiveness and 

sustainability in today’s dynamic corporate environment (Nafari & Rezaei, 2022). 

Therefore, implementing continuous training programs and allowing employees to 

perceive their performance will create high organizational performance and citizenship 

behavior fingerprints (Kloutsiniotis & Mihail, 2020). 

By studying employees’ perceptions of their performance, hospitals can identify 

areas where additional training is needed. This can help target weaknesses and improve 

overall competency (Chmielewska et al., 2022). Continuous training allows employees to 

stay current with ongoing hospital changes, ensuring they can effectively implement new 

practices. It can help ensure that hospital staff is up to date, reducing errors and 

improving overall care quality. Continuous training provides opportunities for 

professional growth, helping employees advance their careers and develop new skills. By 

integrating talent management strategies with ongoing training programs, hospitals may 

build a more skilled, motivated, and performance-oriented workforce, aligning with 

improving employee performance perceptions and organizational effectiveness (AlQershi 

et al., 2022).  

Continuous training enhances performance across various domains, including 

personal development, organizational growth, and technological adaptation (Handayani 

& Kasidin, 2022). One of the most significant impacts of continuous training is the 

improvement of skills and knowledge. When individuals or employees engage in 
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continuous training sessions, they stay updated with the latest trends, methodologies, and 

technologies relevant to their fields. This constant upskilling helps them perform their 

tasks more efficiently and effectively, increasing productivity and higher-quality outputs 

(Bhatti et al., 2022). For instance, in the fast-evolving sectors of healthcare, continuous 

training ensures that professionals are equipped with the most current knowledge and 

practices, enabling them to handle emerging challenges proficiently. 

Moreover, continuous training fosters a culture of learning and development 

within organizations (Salami et al., 2022). When companies invest in the ongoing 

education of their employees, it signals a commitment to their growth and development. 

This boosts employee morale and enhances job satisfaction and loyalty (Nafari & Rezaei, 

2022). Employees who feel valued and see opportunities for personal and professional 

growth are likelier to stay with the organization, reducing turnover rates (Upadhyay et al., 

2022). Additionally, a culture of continuous learning encourages employees to be 

proactive in seeking new knowledge and skills, fostering innovation and adaptability 

within the organization (Salami et al., 2022). 

Another significant impact of continuous training is its role in improving 

organizational performance and competitiveness (Pramono & Prahiawan, 2022). 

Organizations must adapt quickly and seize new opportunities to remain competitive in 

business, as dynamic capabilities, such as continuous training, enable them to respond 

effectively to new challenges and shift to market conditions (Leemann & Kanbach, 

2022). Continuous training equips employees with the agility and flexibility to respond to 

market shifts, technological advancements, and evolving customer needs (Upadhyay et 
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al., 2022). For example, continuous training on communication skills and customer 

relationship management in the healthcare industry can enhance customer satisfaction 

and loyalty, providing a competitive edge in the market (Purnamasari et al., 2023).  

Finally, continuous training contributes to personal growth and career 

advancement (Farida et al., 2022). Individuals who engage in continuous learning are 

likelier to achieve their career goals and aspirations. Continuous training provides 

opportunities for professional development, enabling individuals to acquire new 

competencies and take on more challenging roles (Handayani & Kasidin, 2022). Thus, 

continuous training enhances the hospital employees’ career prospects and contributes to 

their achievement and fulfillment. For instance, a healthcare professional who regularly 

updates their skills through continuous training can move up the career ladder from entry-

level to managerial roles by demonstrating expertise and leadership. 

Although researchers have investigated the effect of training on employees and 

their performance, employees’ perceptions of their performance based on continuous 

hospital training have not been explored (Bhatt et al., 2022; Mohammad, 2020). This 

study might fill a gap in the literature by exploring how continuous professional training 

improves the employees’ perceptions of their performance. By examining this 

relationship, this research could reveal significant subjective benefits of continuous 

training, such as increased confidence, perceived competency, and job satisfaction (see 

Niinihuhta & Häggman‐Laitila, 2022). These insights could be valuable for designing 

training programs that enhance objective skills and improve employees’ self-efficacy and 

morale. 
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This study could contribute to a more nuanced understanding of how ongoing 

professional development affects employee performance in high-pressure environments 

like hospitals (see Sarıköse & Göktepe, 2022). Given the unique stressors and challenges 

healthcare professionals face, the subjective benefits of training could play a crucial role 

in mitigating burnout and improving overall job performance. By exploring how 

continuous training influences employees’ self-assessment of their performance, this 

research could inform strategies to tailor training programs to meet the needs of 

healthcare workers better, ultimately leading to improved patient care and job 

satisfaction. 

The study on employees’ perceptions of their performance based on continuous 

training in hospitals is needed to bridge the gap between training programs and actual 

performance outcomes in the healthcare sector. Continuous training ensures that 

healthcare professionals know the latest medical practices, technologies, and patient care 

standards. By examining how these training programs impact employees’ self-assessment 

of their performance, the study can provide valuable insights into the effectiveness of 

current training initiatives and identify areas for improvement. This understanding can 

lead to more targeted and impactful training programs, ultimately enhancing the quality 

of patient care and operational efficiency within hospitals. 

Problem Statement 

Continuous training is crucial for healthcare professionals to maintain and 

enhance their skills, directly impacting patient care quality (Main & Anderson, 2023; 

Shiri et al., 2023). However, in Lebanon, there has been a concern regarding the 
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effectiveness of these training programs in improving employees’ performance 

perception. Krijgsheld et al. (2022) indicated that while continuous training is 

implemented, many healthcare workers feel these programs do not adequately address 

their needs or improve their job performance. 

The general problem is that healthcare professionals in Lebanese hospitals 

perceive that their performance could be significantly improved despite continuous 

training (Al-Rjoub et al., 2023; Kamaleddine et al., 2022). The specific problem is that 

Lebanon hospitals fail to adopt tailored training strategies that effectively enhance 

healthcare workers’ perceptions of their performance (Deussom et al., 2022; Lin et al., 

2022). 

Purpose of the Study 

The purpose of this qualitative interpretive phenomenological study is to explore 

how employees perceive their performance based on the continual training that they 

receive in hospitals. Interpretative phenomenology is associated with the work of 

Heidegger (Jedličková et al., 2022). Interpretative phenomenology emphasizes 

understanding how individuals make sense of their experiences and the world around 

them (Van Manen, 2023). Interpretative phenomenology explores existential, ontological, 

and epistemological questions about human experience and consciousness (Coleman et 

al., 2022). Interpretative phenomenology also focuses on the existential and hermeneutic 

aspects of human experience, exploring how individuals interpret and give significance to 

their lived realities (Jedličková et al., 2022). Interpretative phenomenology enables 
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researchers to engage deeply with subjective experiences and interpret them in light of 

phenomenological principles.  

Research Question 

How do employees perceive their performance based on continuous training in 

hospitals? 

Conceptual Framework  

The concepts that grounded this study include social learning theory (see Devi et 

al., 2022; Firmansyah & Saepuloh, 2022), organizational learning theory (see Berta et al., 

2015), and institutional theory (see Kauppi, 2022; Rezali et al., 2021). A conceptual 

framework provides a structured approach to understanding and analyzing complex 

phenomena by delineating key concepts and their relationships (Luft et al., 2022). It is a 

foundational tool for guiding research and practice, offering a coherent system to 

organize and interpret data (Salawu et al., 2023). By clarifying the underlying 

assumptions, a conceptual framework helps ensure consistency and rigor in examining 

how theoretical constructs interact and influence outcomes (Luft et al., 2022). The 

conceptual framework is a vital component of research that provides a clear and 

structured approach to understanding and analyzing the study’s key concepts and 

variables. According to Chukwuere (2021), the conceptual framework serves as the 

blueprint for the research, outlining the specific ideas, constructs, and interrelationships 

that underpin the study. It helps clarify the research scope by defining the parameters and 

guiding the methodological approach.  



9 

 

The social learning theory suggests that individuals learn from observing others 

and the consequences of their actions, leading to sustainable training programs can 

influence organizational behavior and development (Bandura, 1977) by providing 

opportunities for healthcare professionals to observe and learn sustainable practices (Devi 

et al., 2022; Firmansyah & Saepuloh, 2022). Social learning theory indicates that 

individuals learn through observation, imitation, and behavior modeling. In the context of 

this research, sustainable training programs provide healthcare professionals with 

opportunities to observe and learn sustainable practices from their peers, trainers, and 

organizational leaders (Devi et al., 2022; Firmansyah & Saepuloh, 2022). This 

framework can explain how adopting sustainable training practices in Lebanese hospitals 

may be influenced by external institutional factors, such as regulatory requirements or 

societal expectations regarding sustainability (see Kauppi, 2022; Rezali et al., 2021).  

Institutional theory is used to emphasize how organizations conform to external 

institutional pressures, norms, and regulations, such as sustainable hospital training 

(Kauppi, 2022; Rezali et al., 2021). Institutional theory indicates that organizations adapt 

to external pressures and norms to gain legitimacy and ensure survival, often aligning 

their practices with established regulations and societal expectations (Kauppi, 2022). For 

instance, sustainable hospital training reflects how healthcare organizations conform to 

environmental and ethical standards, integrating practices that meet regulatory and public 

expectations. This alignment enhances their legitimacy and helps them secure resources 

and support by complying with prevailing norms and values (Rezali et al., 2021). 
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Organizational learning theory focuses on how organizations acquire, retain, and 

apply knowledge to improve their performance over time (see Berta et al., 2015). It 

emphasizes the importance of continuous learning and adaptation within organizational 

settings (Berta et al., 2015). Organizational learning theory highlights that organizations 

continuously acquire and process information to enhance their practices and effectiveness 

(Evenseth et al., 2022). This process involves gathering new knowledge, retaining it, and 

applying it strategically to adapt to changing environments and improve performance. By 

fostering a continuous learning and adaptation culture, organizations can better navigate 

challenges, innovate, and maintain a competitive edge over time (Alerasoul et al., 2022). 

These theories—social learning theory, organizational learning theory, diffusion 

of innovation theory, and institutional theory—provided a comprehensive lens to analyze 

this research problem. Social learning theory informs how employees perceive the 

effectiveness of training through observations of their peers (see Berta et al., 2015; Devi 

et al., 2022; Kauppi, 2022). This theory suggests that employees form beliefs about the 

potential for training to enhance their performance by watching and imitating the 

behaviors and outcomes of others in their work environment. When employees see their 

colleagues successfully applying new skills and improving their performance, they are 

more likely to believe in the training’s value and its impact on their performance (Devi et 

al., 2022; Firmansyah & Saepuloh, 2022). 

Organizational learning theory offers a valuable framework for understanding 

how continuous hospital training fosters adaptation and improvement through ongoing 

skill development. According to Evenseth et al. (2022), continual training helps hospitals 
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meet evolving healthcare demands by promoting learning at every level of the 

organization. For instance, when nurses engage in regular workshops on updated patient 

care techniques, they improve their skills and contribute to overall hospital quality. 

Similarly, Berta et al. (2015) found that employees’ perceptions of their performance 

improve when they recognize the organization’s commitment to their professional 

growth. This evidence highlights that learning is a collective process deeply embedded in 

organizational culture rather than a solely individual effort. By providing consistent 

training opportunities, hospitals create a supportive environment that motivates 

employees to develop their capabilities, ultimately enhancing patient outcomes. The 

nursing workshop example demonstrates how training makes learning tangible and 

integrated into daily practice, while the connection to employee growth emphasizes the 

link between development, job satisfaction, and reduced turnover, fostering a sustainable 

learning culture. Therefore, applying organizational learning theory to hospital training 

programs underscores the critical role of continuous professional development as a 

strategic approach to improving staff performance and organizational adaptability. This 

perspective guides the evaluation of training effectiveness in this study. 

Institutional theory underscores the organizational and industry norms influencing 

the implementation of continual training efforts and perceived value (Rezali et al., 2021). 

This theory suggests that the broader institutional goals and standards within the 

healthcare industry shape employees’ perceptions of the impact of training on their 

performance. When continual training aligns with these institutional norms, employees 
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are more likely to view it as valuable and integral to their professional development 

(Kauppi, 2022; Rezali et al., 2021). 

Nature of the Study 

In this qualitative interpretive phenomenological study, I used purposeful 

sampling to collect data. The data analysis followed Saldana’s (2016) descriptive coding 

process, incorporating first- and second-cycle coding. A purposeful sampling technique 

was used. According to Mweshi and Sakyi (2020), a purposeful sampling technique is 

based on the premise that seeking out the best cases for the study produces the best data, 

and research results are a direct result of the cases sampled. The sampling process begins 

by purposefully selecting and contacting hospital administrators in Beirut, Lebanon. 

Purposeful sampling of individuals is a nonrandom sampling technique used in 

qualitative research where participants are selected based on specific characteristics or 

criteria relevant to the research question (Mweshi & Sakyi, 2020). The goal is to identify 

and select individuals knowledgeable or experienced with the topic of interest, ensuring 

that the sample provides rich and detailed insights (Adeoye, 2023). Following their 

approval to conduct the interview, the process began by describing the interview 

procedure and scheduling the face-to-face interview. After the interview, the answers 

from the participants are analyzed. The study’s sample population consists of hospital 

administrators. The answers obtained from the hospital administrators’ experience are 

from a one-on-one in-person interview with each person to avoid bias or responses being 

influenced by their friends, family, peers, or other people who may hear the conversation. 
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I recruited 15 participants in Beirut, Lebanon. I continued data collection until saturation 

was reached.  

Interpretative phenomenological analysis (IPA) is a qualitative research approach 

exploring how individuals make sense of their personal and social experiences 

(Rajasinghe, 2020). IPA involves a double hermeneutic process in which a researcher 

interprets the participants’ interpretations of their own experiences (Smith, 2011). This 

method was appropriate for examining how hospital employees perceive their 

performance about the continual training they receive. By deeply exploring the subjective 

experiences and meanings attached to their training and performance, IPA can uncover 

nuanced insights into how such training impacts their self-perception, thus providing a 

rich, contextually grounded understanding of their lived realities. 

For my research design, I used unstructured interviews with hospital 

administrators to gather in-depth insights into their experiences and perceptions regarding 

continual training. In addition, I employed an interview guide with open-ended questions 

designed to elicit detailed responses from hospital administrators. To ensure 

comprehensive data collection, the unstructured interviews allowed for flexible 

exploration of topics as they arose, providing rich qualitative insights into the 

administrators’ viewpoints. The interview guide helped maintain focus while allowing for 

adaptability, ensuring that critical areas of interest are covered while accommodating 

emergent themes and individual perspectives. 

In-person interviews were conducted directly with the hospital administrators. I 

plan to use the data sources and analysis to answer my research questions using 
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interpretive analysis. This method analyzes content gathered from various sources, such 

as one-on-one interviews. Interpretive analysis enriches qualitative research by providing 

a systematic approach to understanding the complexities of human experiences. I 

identified and interpreted patterns and themes within the interview data through 

interpretive analysis, allowing for a deeper understanding of administrators’ perspectives 

on continual training. This approach enabled me to capture nuanced insights and 

contextualize findings within the hospital environment’s broader organizational and 

experiential frameworks. 

Definitions 

Continuous training: Ongoing, systematic training programs to improve 

employees’ skills, knowledge, and competencies. In hospitals, this can include clinical 

training, updates on medical technologies, compliance with regulations, and development 

of soft skills such as communication and leadership (Santana-Dominguez et al., 2022). 

Employee perception: This refers to how employees view or interpret their job 

performance, which can be influenced by various factors such as supervisor feedback, 

self-assessment, and comparison with peers (Silva et al., 2023). 

Employee performance: In the context of a hospital, can be defined as the 

effectiveness and efficiency with which they complete their job tasks. This can include 

patient care, administrative duties, teamwork, and adherence to hospital protocols 

(Al-kharabsheh et al., 2022). 
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Assumptions 

Almasri and McDonald (2021) argued that when consistent and systematic, 

assumptions within research generate a credible foundation upon which a study can be 

built. In this study, I focused on employees’ perceptions of their performance based on 

continuous hospital training. I intended to highlight how employees perceive their 

performance based on the continuous training they receive in the hospital. 

The first assumption is that continuous training leads to an improvement in 

employee performance. This belief is grounded in the notion that ongoing education and 

skill development enable employees to perform their duties more effectively and 

efficiently (Hasan & Chowdhury, 2023). Furthermore, employees are assumed to 

perceive their performance positively to perform better, suggesting a direct correlation 

between self-assessment and job performance. 

Additionally, it is presumed that employees are aware of and actively participate 

in the continuous training programs provided by the hospital. This implies that employees 

attend training sessions and apply their newly acquired knowledge in their daily tasks. 

The relevance and effectiveness of continuous training are also crucial assumptions. The 

belief is that the training content is current, aligned with the latest industry standards and 

practices, and directly pertinent to the employees’ roles, enhancing their skills (Saniuk et 

al., 2023). 

All employees are assumed to have equal access to continuous training 

opportunities, with no significant barriers preventing any group from participating in 

these programs. The design of the training programs is also assumed to cater to the 
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diverse needs of hospital employees, considering the institution’s varying roles, 

specialties, and experience levels. Lastly, the hospital’s culture values continuous 

learning and development, encouraging employees to view training as an integral part of 

their job and continuously seek improvement. This cultural support is believed to 

enhance further the effectiveness of the training programs and the overall performance of 

the employees (Soomro et al., 2024). 

Scope and Delimitations 

The scope of the study outlines the essential information and focus, whereas, 

according to Coker (2022), the delimitations are factors that a researcher chooses to 

include or exclude to improve the likelihood of answering the research question. The 

scope of this study highlighted hospitals within a specific area, providing insights 

relevant to that locale. In addition, the study includes various types of hospitals, such as 

general hospitals and specialized hospitals.  

I used purposive sampling to recruit 10 hospital administrators for unstructured 

interviews. Inclusion criteria included: (a) full-time or part-time employees currently 

working in the hospital, (b) employees who have participated in at least one continuous 

training program within the past year, (c) employees with a minimum of 1 year of 

experience in the hospital, and (d) employees working in hospitals within a specific 

geographic area. 

The study is limited to hospitals and does not include other healthcare settings 

such as clinics, outpatient care centers, or long-term care facilities. This exclusion allows 

for a more focused analysis within the hospital environment. The study may have a 
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limited sample size due to practical constraints, such as the availability and willingness of 

participants. This can affect the generalizability of the findings. 

Limitations 

The limitations of this research study include the potential language barrier during 

data collection. Conducting interviews in a multilingual environment like Lebanon may 

encounter difficulties if participants need to speak English proficiently, impacting the 

accuracy and depth of responses obtained. This could result in misinterpretations or 

incomplete understanding of participants’ perspectives, particularly if nuances or cultural 

contexts are lost in translation, potentially skewing the findings and limiting the study’s 

comprehensiveness. 

In addition to language barriers, another significant limitation of this study is the 

potential impact of cultural differences on the data collection process. Lebanon has 

diverse ethnic and cultural groups with norms and values. These cultural differences 

might affect how participants perceive and respond to questions, leading to data 

variations that do not necessarily reflect their actual experiences or opinions. For 

instance, cultural norms around discussing training and performance may influence how 

openly participants share their thoughts. Consequently, the study may face challenges in 

capturing an accurate and representative picture of the participants’ experiences, which 

could further affect the validity and generalizability of the research findings. 

Another potential limitation is the reliance on self-reported data, which can be 

influenced by social desirability bias or the participants’ self-perception. When 

individuals are asked to assess their performance, they might present themselves in a 
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more favorable light or might struggle to recall and report their experiences accurately. 

This can lead to overreporting or underreporting of issues related to continuous training. 

Additionally, self-reported data can be subjective and may not fully capture the 

complexities of the participants’ experiences, further affecting the accuracy and depth of 

the study’s findings. 

Significance 

The significance of a study in research is crucial because it outlines the potential 

impact and value of the findings (Hiebert et al., 2022). The significance of studying 

employees’ perceptions of their performance based on continuous hospital training lies in 

its potential to enhance healthcare outcomes through improved staff competency and 

satisfaction (Sesen & Ertan, 2022). By understanding how continuous training impacts 

performance, hospitals can tailor their professional development programs to meet staff 

needs better, leading to higher quality patient care and reduced turnover rates (Yimam, 

2022). Additionally, the findings can inform policymakers and hospital administrators 

about the value of investing in continuous education, ultimately fostering a more skilled 

and motivated healthcare workforce (Sockalingam et al., 2022). 

Significance to Practice 

Research on continual hospital training often emphasizes clinical outcomes and 

healthcare delivery efficiency. However, there needs to be more literature regarding 

employees’ perceptions of their performance with continual training (Bhatt et al., 2022; 

Mohammad, 2020). Understanding these perceptions can inform training programs to 

enhance clinical skills, employee satisfaction, and retention. Moreover, this research 
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could provide insights into how continuous professional development influences 

workplace culture and patient care quality. 

The significance of addressing employees’ perceptions of their performance in 

continual hospital training extends beyond mere clinical outcomes and operational 

efficiency. While existing research frequently highlights improvements in healthcare 

delivery and patient outcomes due to ongoing training, a crucial aspect still needs to be 

explored: how employees perceive their performance in response to these training 

initiatives. Understanding this perception is essential as it directly influences job 

satisfaction, motivation, and overall engagement in the workplace. Employees who feel 

that training effectively enhances their skills and contributes to their professional growth 

are likelier to exhibit higher levels of commitment and performance. Conversely, suppose 

they perceive the training as ineffective or irrelevant. In that case, it can lead to 

dissatisfaction and decreased morale, ultimately impacting the quality of patient care and 

the efficiency of healthcare services. 

Moreover, exploring employees’ perceptions provides valuable insights into the 

alignment between training programs and healthcare professionals’ actual needs and 

expectations. By investigating how continual training influences their self-assessment of 

performance, hospitals can better tailor their educational programs to address specific 

skill gaps and areas for improvement. This approach ensures that training is more 

relevant and impactful and fosters a culture of continuous improvement and personal 

development. Thus, bridging this gap in the literature can lead to more effective training 

strategies, enhanced employee performance, and improved overall healthcare delivery. 
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Significance to Theory 

Hospital administrators can use the insights gained to design and implement more 

effective continual training programs that positively impact employees’ perceptions of 

their performance (Adamopoulos, 2022). This can lead to higher job satisfaction, better 

retention rates, and more motivated employees. Additionally, identifying the critical 

elements of training that contribute to perceived performance improvements can help 

tailor training modules to meet specific needs, thus enhancing hospital performance 

(Chen et al., 2022). The study might contribute to developing policies and practices that 

foster a more competent and confident healthcare workforce. The findings of this study 

might have significant professional applications. 

The findings of this study hold substantial significance for professional practice, 

particularly in the context of hospital administration and employee development. By 

shedding light on how continuous training influences employees’ perceptions of their 

performance, the study might provide valuable insights for designing more effective 

training programs. Hospital administrators could leverage these insights to craft training 

modules tailored to individual needs to enhance overall job satisfaction, improve 

retention rates, and increase employee motivation. When training programs are finely 

tuned to address the specific elements that boost perceived performance, hospitals can 

expect a more competent and confident workforce, leading to improved organizational 

performance and patient care outcomes. This research could drive the development of 

policies and practices that optimize training efficacy, ultimately contributing to a more 

engaged and proficient healthcare team (Adamopoulos, 2022; Chen et al., 2022). 
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Significance to Social Change 

This study can drive positive social change by promoting hospital employees’ 

worth, dignity, and development through continual training. The study highlights the 

value of personal and professional growth in healthcare settings by emphasizing the 

importance of employees’ perceptions of their performance. Improved training programs 

can lead to more empowered and skilled employees, enhancing patients’ care.  

Moreover, a positive perception of performance among employees can foster a 

supportive and collaborative work environment, leading to better healthcare outcomes 

and increased community trust in healthcare institutions. Continual training aligns with 

global agendas such as the United Nations Sustainable Development Goals, particularly 

Goal 3 (Good Health and Well-being) and Goal 4 (Quality Education).  

This research might highlight the role of continual training in achieving these 

goals within Lebanese healthcare. This can support hospitals in validating their 

commitment to continuity and social responsibility while aiming for broader societal 

objectives (Žalėnienė & Pereira, 2021). 

In addition to enhancing individual employee growth and improving patient care, 

this study’s emphasis on continual training could also foster a culture of lifelong learning 

and resilience within healthcare organizations. The research can encourage healthcare 

institutions to invest in and prioritize robust training programs by demonstrating the 

impact of ongoing professional development on employees’ performance perceptions. 

This proactive approach not only elevates the standard of care but also contributes to the 

overall stability and effectiveness of the healthcare system. 
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 Furthermore, by aligning with international development goals, this study offers 

a framework for Lebanese healthcare institutions to contribute meaningfully to global 

health and education objectives, ultimately promoting a more equitable and effective 

healthcare environment. 

Summary 

In Chapter 1, I explored employees’ perceptions of their performance 

improvement due to continuous training within hospital settings. This chapter provided 

an introduction, the background, the problem statement, the purpose of the study, the 

research question, the conceptual framework, the nature of the study, definitions, 

assumptions, scope and delimitations, limitations, significance, and summary. In Chapter 

2, I present the literature review.  
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Chapter 2: Literature Review 

Introduction 

The specific problem addressed in this study is that Lebanon hospitals fail to 

adopt tailored training strategies that effectively enhance healthcare workers’ perceptions 

of their performance (Deussom et al., 2022; Lin et al., 2022). The purpose of this 

qualitative interpretive phenomenological study is to explore how employees perceive 

their performance based on the continual training that they receive in hospitals. In this 

chapter, I review current, pertinent, and seminal studies that could provide a distinct 

perspective on my topic.  

This literature review chapter examines how employees perceive their 

performance through continuous training, focusing on the strategies that can influence 

these perceptions. It begins with a detailed literature search strategy and conceptual 

framework, then analyzes how ongoing training affects employee performance and job 

satisfaction. The review includes a discussion of relevant theories and synthesizes 

existing research on the impact of continuous training on skill development and 

performance improvement. Additionally, it explores issues that can undermine the 

effectiveness of training programs and identifies strategies that hospitals can implement 

to optimize employee perception and enhance overall performance. This comprehensive 

analysis aims to provide insights into how effective training programs can positively 

shape employees’ views of their performance and contribute to their professional growth. 

Employees’ perceptions of their performance based on continuous training plays a 

pivotal role in shaping job satisfaction and career development (Budhiraja, 2023). 
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Employees who perceive that ongoing training directly and positively impacts their 

performance are likelier to feel confident and motivated (Sesen & Ertan, 2022). This 

perception could increase self-efficacy as employees recognize the value of acquiring 

new skills and knowledge that enhance their productivity and effectiveness (Sellar, 

2022). Conversely, if employees do not perceive a tangible performance improvement 

despite continuous training, it could result in frustration and disengagement (Agina et al., 

2023). Therefore, aligning training programs with clear performance objectives and 

providing feedback on progress are essential strategies for ensuring that employees view 

continuous training as a valuable investment in their professional growth and a significant 

contributor to their performance outcomes (Bhatti et al., 2022). 

Literature Search Strategy 

The literature review search strategy included peer-reviewed articles and evidence 

from PubMed, PsycINFO, Web of Science, Scopus, EBSCOhost (including databases 

like Medline, Academic Search Complete, and Business Source Complete), and ProQuest 

(including databases like ProQuest Health & Medical Complete, ProQuest Social 

Sciences). I concentrated the literature search on recent peer-reviewed journal articles 

published from 2021 to 2024 and relevant seminal work. The keywords and phrases 

searched included continuous training, employee performance, performance, hospitals, 

Lebanon, healthcare, training programs, continual initiatives, employee training, 

workforce development, healthcare management, continual practices, training 

effectiveness, and social responsibility.  
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In exploring employees’ perceptions of their performance based on continuous 

training, I focused on recent peer-reviewed journal articles from the past 5 years, 

ensuring the inclusion of the most current research on this topic. Additionally, I 

incorporated seminal works older than 5 years and consulted relevant online and print 

books, conference materials, and recommendations from classmates, instructors, and 

university lecturers. I also reviewed government, organizational, and academic institution 

websites for pertinent information. This comprehensive approach provided a robust 

foundation for understanding how continuous training influences employee perceptions 

of their performance. 

Conceptual Framework  

The conceptual framework for this qualitative study includes social learning 

theory (Devi et al., 2022; Firmansyah & Saepuloh, 2022), organizational learning theory 

(Berta et al., 2015), and institutional theory (Kauppi, 2022; Rezali et al., 2021). I chose 

this framework as hospital administrators need valuable insights that can guide them in 

creating effective and adaptive healthcare organizations, as presented in Chapter 1 

(Haleem et al., 2022). Devi et al. (2022) and Firmansyah and Saepuloh (2022) 

approached social learning theory by emphasizing the role of observation and imitation in 

learning. Berta et al. (2015) addressed organizational learning theory regarding how 

organizations enhance performance through continuous knowledge sharing and 

collaboration. Kauppi (2022) and Rezali et al. (2021) approached the institutional theory 

by explaining how organizations conform to societal norms, rules, and expectations to 

gain legitimacy, stability, and resources within their environment. 
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By combining these three theories, social learning theory, organizational learning 

theory, and institutional theory, as part of this conceptual framework, I gained a 

comprehensive understanding in which to frame this study. Through this framework, I 

explored how employees perceive their performance based on continuous training. I used 

the three theories to determine how and whether employees benefit from continuous 

training based on their perceptions of their performance. I also used these theories to 

form the basis for understanding the need for continuous training in hospitals, especially 

for the C-level and medical staff, while providing insights into how continuous training 

might lead to addressing performance issues and management gaps.  

I used the works of Devi et al. (2022), Firmansyah and Saepuloh (2022), Berta et 

al. (2015), Kauppi (2022), and Rezali et al. (2021) to understand and elaborate on social 

learning theory, organizational learning theory, and institutional theory respectively in 

this study as substantiated through other studies. For instance, Rumjaun and Narod 

(2020) applied and extended social learning theory to determine the application of 

Bandura’s theory to healthcare settings, which examines how continuous training 

programs influence employees’ self-efficacy and performance perceptions. Similarly, 

Rivaldo and Nabella (2023) applied and extended social learning theory by asserting that 

employees who engage in ongoing training opportunities can internalize effective 

practices by observing their more experienced colleagues, boosting their performance, 

and improving their perceptions of their professional capabilities. In their study, the 

authors focused on the role of continuous training in improving employee performance 

perceptions. 
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Moreover, Ivaldi et al. (2022) used organizational learning theory to manifest how 

continuous training programs enhance individual competencies and foster a culture of 

collaboration among healthcare professionals. Although the findings of Ivaldi et al. did 

not directly relate to the current study, as I focused on hospitals, the findings extended the 

use of the chosen framework and the need to determine other bridging practices that 

hospital administrators might employ for improving the quality of training. In addition, 

Basten and Haamann (2018) emphasized that a supportive learning culture within 

healthcare organizations is essential for shaping how employees assess their performance. 

The authors used organizational learning theory as a basis to explain how, in hospitals, 

continuous training and knowledge sharing are prioritized, and employees are more likely 

to feel competent and confident in their roles. Similarly, Senge (2006) introduced the 

learning organization concept, emphasizing the importance of systems thinking, personal 

mastery, and shared vision in creating environments where collective learning thrives. 

Senge’s ideas align with the growing recognition of the importance of teamwork and 

shared goals in healthcare organizations. These ideas in hospitals encourage collaboration 

and create environments conducive to collective learning, empowering employees to feel 

more competent and confident in their roles (Garvin, 2000).  

Furthermore, scholars like DiMaggio and Powell (1983) and Scott (1987) have 

elaborated on the institutional theory, positing that organizations are influenced by their 

institutional environment, which includes regulatory frameworks, cultural expectations, 

and societal norms. In healthcare settings, this means that hospitals are not only shaped 

by internal practices but are also driven by external factors such as governmental 
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regulations, accreditation standards, and societal expectations regarding the quality of 

care. Similarly, Elsafty and Oraby (2022) approached the institutional theory framework 

by suggesting that hospital training initiatives are significantly influenced by the need to 

conform to institutional norms. These norms dictate that hospitals invest in continuous 

training to meet regulatory requirements and professional standards (Elsafty & Oraby, 

2022). In addition, Scott (1987) identified critical pillars of the institutional theory that 

encompass formal rules, regulations, policies, accreditation standards, and shared beliefs. 

Similarly, Czarniawska and Sevón (1996) discussed how institutional theory occurs as 

hospitals conform to external norms by adopting standardized practices such as 

continuous training. Moreover, Glynn and D’Aunno (2023) offered an integrative 

approach to understanding institutional theory, emphasizing that hospitals with strong 

learning cultures are better equipped to adapt to changes and challenges.  

These studies supported the conceptual framework by serving as the foundation 

for the research. Researchers could also use these studies when evaluating the findings of 

this study for increased understanding and application of social learning theory, 

organizational learning theory, and institutional theory. I built on these theories as other 

researchers did by focusing on the hospital industry. The research question posed by this 

study is: How do employees perceive their performance based on continuous training in 

hospitals? It might expand social learning theory, organizational learning theory, and 

institutional theory to include policies and procedures for improving the quality of 

training by enhancing how employees perceive their performance. 
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I used the chosen conceptual framework to understand how employees perceive 

their performance based on continuous training and how this understanding can shape 

hospitals’ overall performance. Social learning theory, organizational learning theory, 

and institutional theory were also used to frame this research question and the interview 

questions. Using this framework might also lead to expanding policies and procedures for 

improving the quality of training. Therefore, this chosen framework was beneficial as a 

foundation of this study.  

In this qualitative research, the chosen conceptual framework is crucial because it 

provides a clear and structured lens to interpret and understand the data. The conceptual 

framework focuses on key concepts and theories, guiding the data collection process and 

ensuring the research remains anchored in established ideas. The framework serves as a 

map that directs the study’s inquiry, helping identify themes, patterns, and relationships 

within the data, ultimately shaping the analysis and findings. 

In addition, the chosen conceptual framework enhances the study’s credibility by 

grounding it in a conceptual foundation. This foundation provides a basis for the research 

questions and establishes my position as a researcher within the existing literature. This 

conceptual framework enables researchers to articulate the relationships between 

continuous training and how employees perceive their performance. By mapping out 

these relationships, this conceptual framework could help researchers make sense of the 

training phenomena, leading to more robust, in-depth interpretations that contribute to 

developing theory or practice in the field. 
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Literature Review Related to Key Variables 

This section highlights the essential keywords and concepts identified during the 

literature review to help readers better understand this study. Explaining these concepts 

could help readers understand the direction and purpose of the study. The ideas have been 

selected based on the meaning they created during my review of the articles. I have 

synthesized relevant peer-reviewed articles to explain these concepts. The critical 

concepts are employees’ perceptions, performance, perceptions of their performance, 

continuous training, the context of hospitals, the relationship between training and 

performance, skill enhancement, and the learning environment.  

Employees subjected to continuous training often experience higher job 

performance and satisfaction due to developing their skills and increasing confidence in 

their roles (Sesen & Ertan, 2022). Continuous training ensures that employees stay 

updated with industry trends and improve their competencies, directly enhancing their 

ability to perform tasks efficiently and effectively (Sesen & Ertan, 2022). Research has 

shown that organizations that invest in regular training programs report higher employee 

engagement and productivity, as workers feel more capable and equipped to handle 

challenges (Sellar, 2022; Sesen & Ertan, 2022). In addition, Silva et al. (2023) suggested 

that healthcare professionals who engage in continual training report higher job 

performance and satisfaction levels, indicating a strong correlation between training and 

perceived effectiveness in their roles. Also, fostering continuous training increases 

competence and accomplishment, which furthers job satisfaction, as employees perceive 

their work as more meaningful and aligned with their career goals (Obeng et al., 2024). 
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Consequently, the investment in continuous training boosts performance and contributes 

to a more motivated and satisfied workforce, which benefits both the individual and the 

organization (Mansour et al., 2022). 

In order to understand how employees perceive their performance based on 

continuous training, IPA was used for this study as it allows for a deep exploration of 

individual experiences. IPA focuses on understanding how participants make sense of 

their experiences and the meanings they attribute to them (Rajasinghe, 2020). This is 

particularly relevant in a hospital setting, where the stakes are high, and employees often 

face complex, emotionally charged situations. By employing IPA, a study can uncover 

nuanced insights into how continual training shapes employees’ perceptions of their 

performance and the emotional and cognitive processes involved in this perception 

(Rajasinghe, 2020). 

Furthermore, this study employed qualitative interviews as the primary data 

collection method. Unstructured interviews allow for flexibility, enabling participants to 

express their thoughts and feelings in their own words while covering essential training 

and performance topics (Jedličková et al., 2022). This approach enables rich and detailed 

data, which is crucial for interpretative analysis. Furthermore, using a purposive sampling 

approach ensured that participants represent a diverse range of roles within the hospital, 

from human resources specialists to hospital administrators, thus capturing varied 

perspectives on the impact of training (Thomas, 2022). 

In addition, to ensure the rigor and credibility of the findings, the study 

incorporated member checking (McKim, 2023) and triangulation (Donkoh & Mensah, 



32 

 

2023). Member checking involves returning to participants with preliminary findings to 

validate interpretations (McKim, 2023), while triangulation could include comparing 

interview data with training records or performance evaluations (Donkoh & Mensah, 

2023). Member checking and triangulation enhance the trustworthiness of the research, 

providing multiple lenses through which to view the data and ensuring that the 

participants’ voices remain central throughout the analysis. 

However, in analyzing this study’s data, the thematic analysis identified patterns 

and themes related to how continual training influences employee perceptions of 

performance (Coker, 2022). This process involved coding the data inductively, allowing 

themes to emerge organically from participants’ narratives. By focusing on employees’ 

subjective meanings of their experiences, the analysis revealed insights into how training 

shapes their skills, confidence, and sense of belonging within the hospital environment 

(Coker, 2022). Also, thematic analysis in this qualitative study involved identifying, 

analyzing, and reporting patterns or themes within the collected data to uncover insights 

and understand the underlying meanings (Christou, 2022). It is a flexible method that 

allows researchers or readers to interpret various aspects of this research topic by 

examining participants’ experiences, views, and behaviors in detail (Christou, 2022). 

Finally, the implications of this study extend beyond academic inquiry; they 

provide valuable insights for hospital administrators and policymakers. Understanding 

how employees perceive the impact of continual training can inform the design and 

implementation of training programs that enhance performance and foster a supportive 

and engaging work environment. By prioritizing employee perceptions and experiences, 
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hospitals can create training initiatives that genuinely resonate with their staff, ultimately 

improving overall patient care and organizational effectiveness. 

To address the issue of ineffective training strategies in Lebanon’s hospitals, 

researchers have approached the problem through various qualitative methodologies, 

including case studies, interviews, and focus groups (Islam & Aldaihani, 2022). For 

example, some researchers have interviewed hospital staff to gather insights on their 

experiences with existing training programs (Gleeson et al., 2023; Umoren et al., 2022). 

Many studies have focused on understanding the specific training needs of healthcare 

workers, emphasizing the importance of context-sensitive approaches tailored to local 

circumstances (Spooner et al., 2022). This approach provides rich qualitative data 

highlighting training efficacy and relevance gaps, allowing for a deeper understanding of 

employees’ perceptions of their performance. Thus, addressing different approaches in 

different articles provided my study with a more comprehensive understanding of the 

issue, as different authors may highlight different causes, effects, or solutions. This 

allows readers to see the full complexity of the problem and avoid overly simplistic 

conclusions. 

Furthermore, empirical findings suggested that training programs tailored to 

address healthcare professionals’ real-world challenges lead to increased confidence and 

enhanced performance (Koutroubas & Galanakis, 2022). By prioritizing the perspectives 

of healthcare workers, researchers identified the most effective and ineffective elements 

of training, ensuring that such programs are both relevant and engaging (Vishwakarma et 

al., 2024). With the demands of the healthcare environment, these tailored programs 
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foster greater employee engagement and reframe training from a mandatory task to a 

meaningful investment in professional development. Ultimately, tailored programs 

benefit healthcare workers and the broader healthcare system by improving workforce 

competence and fostering a culture of continuous learning. 

A notable limitation in some studies regarding continuous training and its effect 

on employees’ perceptions is the restricted generalizability of findings, often due to small 

sample sizes or the focus on localized contexts (Shefrin & Statman, 2003; Storm et al., 

2023). While qualitative research provides rich, context-specific insights, the findings 

derived from the Mutonyi et al. (2022) study do not directly apply to Lebanese hospitals. 

Furthermore, studies such as Kyere and Fukui (2023) and Coombs et al. (2022) may fail 

to adequately address the diversity within the healthcare workforce, neglecting how 

varying roles, backgrounds, and experiences influence perceptions of training and 

performance. This failure can result in a skewed understanding of the training issues at 

the hospitals and limit the development of training strategies that are genuinely 

responsive to the diverse needs of healthcare professionals. 

Another common approach in the literature is the examination of existing training 

frameworks and their outcomes through mixed-methods research (Veenstra et al., 2022; 

Zegers et al., 2022). Researchers have combined qualitative interviews with quantitative 

surveys to assess the effectiveness of training programs in enhancing performance 

(Junaidi, 2024; van Beers et al., 2022). This combination provides a more comprehensive 

understanding of the relationship between training and employee perceptions (Junaidi, 

2024; van Beers et al., 2022). While combining qualitative interviews with quantitative 
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surveys strengthens the validity of the findings by triangulating data, this method can be 

resource-intensive (Pregoner, 2024). Also, Pregoner (2024) suggested that this 

combination may still need help to capture the deeper emotional and contextual factors 

influencing employee perceptions. 

Moreover, some researchers have used participatory action research 

methodologies, engaging healthcare workers in designing and implementing training 

programs (Cornish et al., 2023; De Oliveira, 2023). This approach empowers employees 

and ensures that training is tailored to their needs and contexts (Cornish et al., 2023; De 

Oliveira, 2023). Participatory methods foster a sense of ownership and agency among 

staff, potentially leading to better outcomes in terms of performance perception (Cornish 

et al., 2023). However, one weakness of this approach is that it requires significant time 

and commitment from participants, which may only sometimes be feasible in busy 

hospital environments (De Oliveira, 2023). 

Organizational culture plays a crucial role in shaping the effectiveness of training 

programs, as it influences how employees engage with and apply new skills learned 

during training (Nimran et al., 2024). In exploring the impact of organizational culture on 

training effectiveness, Soomro et al. (2024) focused on how institutional factors shape 

employees’ perceptions of their training experiences. By examining the cultural context 

of hospitals, Tasoulis et al. (2024) highlighted the importance of leadership support, peer 

relationships, and institutional values in influencing training outcomes. While Soomro et 

al. (2024) and Tasoulis et al. (2024) perspectives enrich the understanding of how 

external factors affect training, they can also complicate the development of 
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straightforward solutions, as organizational culture can be deeply entrenched and 

resistant to change. 

Ultimately, researchers have made significant strides in understanding the 

challenges and dynamics of training in Lebanon’s healthcare sector, yet a more 

integrative approach may be necessary (Aoun & Tajvar, 2024; Dahham et al., 2023). 

Weerasinghe et al. (2022) suggested a perspective that will enhance the relevance of 

training programs and ensure that they genuinely meet the diverse needs of healthcare 

workers, thereby positively impacting their perceptions of performance. In addition, by 

synthesizing insights from various methodologies and considering the multifaceted nature 

of employee experiences, future studies can develop a more comprehensive framework 

for designing tailored training strategies based on this study. Therefore, it is crucial to 

incorporate feedback from healthcare workers at all levels to create training programs 

that are both practical and adaptable to the ever-evolving healthcare environment. By 

leveraging diverse perspectives and fostering collaboration between healthcare providers, 

educators, and policymakers, such an approach can lead to more effective and sustainable 

improvements in workforce development (Zamiri & Esmaeili, 2024). 

The selection of the concepts for this qualitative interpretive phenomenological 

study, specifically employee perception, performance, and continual training, stems from 

a substantial body of literature that underscores their interconnectedness in healthcare. 

Understanding how healthcare workers perceive their performance through ongoing 

training is crucial for optimizing employee satisfaction and patient care outcomes (Sesen 

& Ertan, 2022). Research consistently shows that employee perceptions significantly 
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influence their engagement and motivation, affecting overall performance (Kim & Jung, 

2022; Susanto et al., 2023). One of the foundational concepts, employee perception, has 

been extensively studied in organizational behavior and human resource management 

(Kim & Jung, 2022). Scholars have demonstrated how employees view their roles and 

contributions directly correlated with job satisfaction and performance (Aljumah, 2023; 

Silva et al., 2023). For instance, a study by Silva et al. (2022) highlighted that positive 

perceptions of one’s work environment can lead to higher levels of job engagement, 

which is essential in high-stress settings like hospitals. Thus, exploring employee 

perceptions about training is critical to understanding how these perceptions shape 

performance outcomes. 

The second concept, performance, is particularly relevant in healthcare settings 

where employee actions directly impact patient care and safety (Krijgsheld et al., 2023). 

Research has shown that effective training programs can lead to measurable 

improvements in clinical performance, as indicated in a meta-analysis by Salas et al. 

(2008), which emphasizes the role of training in enhancing skills and knowledge. By 

focusing on performance as a construct, this study seeks to illuminate the link between 

continual training and its perceived effectiveness among healthcare workers, offering 

insights into how training influences their day-to-day operations. Furthermore, 

understanding performance in the context of healthcare can help identify areas where 

additional support or training is needed to ensure optimal care delivery (Krijgsheld et al., 

2023). This approach allowed for developing more targeted training interventions that 
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align with healthcare professionals’ specific challenges and needs in diverse clinical 

settings (Arzahan et al., 2022). 

Continual training emerges as the third pivotal concept, reflecting the need for 

ongoing professional development in rapidly evolving healthcare environments. 

Literature highlights that healthcare systems are often challenged by the need to keep 

staff updated on the latest medical practices and technologies (Filip et al., 2022; 

Krishnamoorthy et al., 2023). McHugh and Ma (2013) emphasized that continual training 

is essential for maintaining high-quality care and employee competency. By investigating 

how employees perceive continual training, this study aims to uncover whether training 

initiatives meet the dynamic needs of healthcare workers and align with their 

expectations of performance enhancement. 

However, integrating the three concepts, employee perception, performance, and 

continual training, provides a robust framework for understanding the complex interplay 

of how employees perceive their own performance based on continual training in 

Lebanese hospitals. The literature indicates that addressing these constructs holistically 

can lead to more effective training programs tailored to the specific needs of healthcare 

workers (Filip et al., 2022; Krijgsheld et al., 2023; Salas et al., 2008). By grounding the 

study in established research, the selection of these concepts not only strengthens the 

rationale for the inquiry but also positions the findings to contribute meaningfully to the 

ongoing discourse on improving training practices in healthcare settings. Moreover, the 

integrated framework allows for a deeper exploration of how training influences both 

individual and organizational outcomes, ultimately enhancing the quality of care. The 
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integrated framework also encourages healthcare leaders to adopt evidence-based 

strategies that can foster a culture of continuous learning and professional development. 

Employees’ Perceptions 

Employees’ perceptions encompass how employees view and interpret their work 

environment, roles, and organizational culture (Mutonyi et al., 2022). According to Latif 

et al. (2022), various factors shape employee perception, including management 

practices, interpersonal relationships, and organizational policies. Understanding 

employees’ perceptions is crucial for organizations, as it directly influences job 

satisfaction, engagement, and overall performance (Koutroubas & Galanakis, 2022). The 

concept of employee perception has evolved, integrating theories from psychology, 

sociology, and organizational behavior to provide a comprehensive understanding of how 

perceptions are formed and their implications for workplace dynamics (Mutonyi et al., 

2022). To elevate employee perception, organizations should foster open communication, 

fairness, recognition, growth opportunities, a positive work culture, work-life balance, 

and strong leadership that models desired behaviors (Latif et al., 2022). In this study, 

employees’ perceptions are investigated within four contexts. The contexts are social 

learning theory and organizational learning theory, leadership styles, and organization.  

Social learning theory offers valuable insights into how employees perceive the 

workplace (Koutroubas & Galanakis, 2022). Social learning theory emphasizes the role 

of observational learning and social influences, suggesting that their experiences and 

interactions with others shape employees’ perceptions (Devi et al., 2022). Organizational 

learning theory posits that employees’ perceptions are influenced by their expectations of 
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outcomes based on their efforts, which affects their motivation and job satisfaction (Berta 

et al., 2015). These theories highlight how individual experiences and broader 

organizational contexts shape employee perceptions (Koutroubas & Galanakis, 2022). 

Therefore, social learning theory and organizational learning theory are useful tools for 

understanding how employees perceive their performance in the workplace.  

Leadership styles, such as transformational and authoritarian, play a crucial role 

in shaping employees’ views of their workplace (Pizzolitto et al., 2023). 

Transformational leaders inspire and support their teams, fostering positive perceptions 

(Chen et al., 2022), whereas authoritarian leaders often create negative perceptions 

through control and lack of employee involvement (Pizzolitto et al., 2023). 

Transformational leadership has been shown to enhance employee commitment and 

engagement by fostering a sense of trust and motivation (Chen et al., 2022). In contrast, 

authoritarian leadership breeds distrust and disengagement, as employees feel 

disempowered and disconnected from decision-making processes (Pizzolitto et al., 2023). 

In conclusion, while transformational leadership fosters trust, engagement, and 

commitment by inspiring and empowering employees, authoritarian leadership can 

undermine these qualities, leading to disengagement and distrust within the workforce.  

Furthermore, organizations often used various methods to assess employee 

perception, such as surveys, interviews, and focus groups (Beer et al., 2022; He et al., 

2022). Surveys are particularly effective for gathering quantitative data on employee 

attitudes and perceptions regarding various aspects of the workplace (He et al., 2022). 

Qualitative methods, like interviews and focus groups, provide deeper insights into 
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employees’ experiences and feelings, and thus, by measuring employee perception, 

organizations can identify trends and improvement areas (Beer et al., 2022). This data-

driven approach enables organizations to make informed decisions that enhance 

employee experience and overall organizational effectiveness (Beer et al., 2022). 

In addition, employee perceptions significantly affect organizational outcomes, 

including job satisfaction, retention, and productivity (Silva et al., 2023). The 

implications of employee perceptions extend to various organizational outcomes, 

including job satisfaction, retention rates, and overall productivity (Garavan et al., 2023). 

Positive perceptions lead to higher job satisfaction, which correlates with increased 

employee motivation and reduced turnover (Gunawan et al., 2024). When employees 

perceive their workplace positively, they are more likely to engage in collaborative 

behaviors and contribute to a supportive work environment (Zhenjing et al., 2022). 

Conversely, negative perceptions can result in disengagement and high turnover rates, 

costing organizations valuable resources (Agina et al., 2023). Thus, organizations must 

actively manage and cultivate positive employee perceptions to foster a productive and 

loyal workforce. 

Moreover, organizations can improve employee perceptions by implementing 

strategic initiatives such as fostering a feedback and contribution culture. According to 

Drouvelis and Paiardini (2022), feedback mechanisms and clear communication can 

ensure that employees feel engaged and valued. Additionally, Latif et al. (2022) 

emphasized that recognizing and rewarding employee contributions is crucial in 

enhancing perceptions of appreciation and worth. Thereby, organizations can create a 
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more positive work environment by prioritizing these strategies, improving employee 

satisfaction, higher retention rates, and greater overall success. An organization’s success 

is closely tied to employee perception, as positive perceptions foster engagement, loyalty, 

and productivity, while negative perceptions can lead to dissatisfaction, disengagement, 

and high turnover (Ngozi & Edwinah, 2022). 

Performance 

Performance encompasses a range of metrics, including motivation and employee 

engagement (Triansyah et al., 2023). Performance in organizational contexts refers to 

how effectively individuals or teams achieve their goals and objectives (Al-kharabsheh et 

al., 2022). Performance can be assessed at various levels, from individual employees to 

entire departments and the organization (Triansyah et al., 2023). Mio et al. (2023) 

suggested that the Balanced Scorecard emphasizes the multifaceted nature of 

performance, advocating for a holistic approach that considers financial, operational, and 

customer perspectives. This approach acknowledges that performance is not solely about 

output but includes the processes and behaviors leading to success (Mio et al., 2023). 

Theories such as Maslow’s hierarchy of needs (Adnan et al., 2022) and 

Herzberg’s two-factor theory (Ibrahim et al., 2023) have highlighted the importance of 

motivation in driving performance. When employees’ basic needs are met, and they 

experience intrinsic motivation, they are likelier to perform at their best. Additionally, 

Mach et al. (2022) stated that transformational leaders inspire and engage employees, 

fostering an environment conducive to high performance. Furthermore, organizational 
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culture, encompassing shared values and beliefs, can significantly impact employees’ 

attitudes and behaviors, ultimately influencing their performance (Triansyah et al., 2023). 

According to Adnan et al. (2022), Maslow’s hierarchy of needs, a psychological 

theory proposed by Abraham Maslow in 1943, suggests that a series of hierarchical needs 

drive human motivation. Maslow organized these needs into five levels, typically 

represented as a pyramid: physiological needs, safety needs, love and belongingness 

needs, esteem needs, and self-actualization needs. According to this model, individuals 

must satisfy lower-level needs before attending to higher-level needs. This theory has 

been influential in various fields, including psychology, education, and organizational 

behavior, providing a framework for understanding human motivation and behavior. 

Furthermore, performance in the workplace is deeply influenced by the 

fulfillment of employees’ needs, as outlined in Maslow’s hierarchy. According to 

Maslow (1943), individuals are motivated by a series of hierarchical needs, starting with 

basic physiological requirements, followed by safety, social connections, esteem, and 

ultimately self-actualization. In work, meeting these needs can lead to enhanced 

motivation and performance. For instance, employees who feel secure and valued are 

likelier to be engaged, collaborate effectively, and take initiative (Deci & Ryan, 2000). 

When an organization addresses basic and higher-level psychological needs, it can create 

a conducive environment for peak performance. Additionally, providing opportunities for 

personal growth and recognizing employees’ achievements can drive intrinsic motivation, 

which is linked to higher productivity and job satisfaction (Ryan & Deci, 2000). Thus, 
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understanding Maslow’s framework allows organizations to design strategies that cater to 

employees’ evolving needs, fostering a motivated and high-performing workforce. 

In addition, Maslow’s theory has significant implications for understanding 

motivation in various contexts, including the workplace (Maslow, 1943). In 

organizations, fulfilling employees’ basic needs—such as providing adequate salaries, 

safe working conditions, and supportive relationships—can lead to higher job satisfaction 

and performance (Deci & Ryan, 2000). Employees who feel their physiological and 

safety needs are met can focus on building relationships with colleagues and pursuing 

their career aspirations (Triansyah et al., 2023). This framework encourages leaders and 

managers to consider the holistic needs of their employees to foster a more engaged and 

productive workforce (Deci & Ryan, 2000). 

Furthermore, according to Ibrahim et al. (2023), Herzberg’s two-factor theory, 

also known as the motivation-hygiene theory, was developed by psychologist Frederick 

Herzberg in the 1950s. This theory posits that two distinct categories of factors influence 

employee motivation and satisfaction: hygiene factors and motivators. Hygiene factors 

are extrinsic elements that, if inadequate, can lead to job dissatisfaction, while motivators 

are intrinsic factors that contribute to job satisfaction and motivate employees to perform 

better (Ibrahim et al., 2023). Understanding this distinction helps organizations create a 

more engaging and satisfying work environment. 

Hygiene factors include company policies, supervision quality, salary, working 

conditions, and job security. These factors do not necessarily motivate employees but are 

essential for preventing dissatisfaction (Ibrahim et al., 2023). For instance, a lack of 
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competitive pay or poor working conditions can lead to employee disengagement and 

frustration. However, even when hygiene factors are addressed, they do not inherently 

increase motivation or satisfaction; instead, they serve as the baseline for employee 

contentment (Ibrahim et al., 2023). This understanding emphasizes creating a stable and 

supportive work environment to minimize dissatisfaction. 

Herzberg’s two-factor theory has profound implications for management 

practices, particularly how organizations approach employee motivation and performance 

(Miah & Hasan, 2022). While addressing hygiene factors—such as fair compensation, 

job security, and good working conditions—is essential for preventing dissatisfaction, it 

is not enough to foster a highly motivated workforce (Muwanguzi et al., 2022). Managers 

must also focus on enhancing motivators, which are intrinsic to the job itself and directly 

impact job satisfaction and performance (Aljumah, 2023). In addition, these motivators 

include opportunities for achievement, recognition, responsibility, meaningful work, and 

personal growth (Aljumah, 2023). Organizations can increase job satisfaction and 

improve overall performance by creating a work environment that nurtures intrinsic 

motivation and allows employees to develop professionally (Bankins et al., 2024). This 

approach requires a shift in management strategy, where the focus moves beyond merely 

meeting basic employee needs to cultivate a culture of growth, recognition, and purpose 

(Bankins et al., 2024). In doing so, organizations can significantly boost employee 

engagement, performance, and retention (Deci & Ryan, 2000). 

Despite its popularity, Maslow’s hierarchy of needs has faced several critiques 

and limitations. Some psychologists have argued that the hierarchy is too rigid, as 
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individuals may pursue higher-level needs even if their lower-level needs are not fully 

satisfied (Yurdakul & Arar, 2023). Additionally, cultural differences can influence 

prioritizing needs; for instance, in collectivist cultures, social belonging may precede 

personal esteem (Bennett & Shangreaux, 2005). Furthermore, empirical research has 

produced mixed results regarding the strict progression through the hierarchy, suggesting 

that motivation may not always follow a linear path (Yurdakul & Arar, 2023). Despite 

these critiques, Maslow’s theory remains foundational in understanding human 

motivation (Osemeke & Adegboyega, 2017). 

In contemporary settings, Herzberg’s Two-Factor Theory influences 

organizational practices, particularly motivation strategies (Alshmemri et al., 2017). 

Many organizations implement recognition programs and professional development 

initiatives to boost intrinsic motivation among employees (Danish & Usman, 2010)). 

However, the theory has faced critiques, particularly regarding its methodological 

approach and the challenge of categorizing certain factors as purely hygiene or 

motivators (Thomas & Gupta, 2022). Additionally, cultural differences may influence 

how employees perceive and respond to these factors (Kim& Jung, 2022). Despite these 

limitations, Herzberg’s framework remains valuable for understanding the dynamics of 

motivation and job satisfaction in the workplace, highlighting the need for a 

comprehensive approach to employee engagement (Sypniewska et al., 2023). 

Measuring performance is essential for understanding effectiveness and 

identifying areas for improvement (Harvey et al., 2023; Salcinovic et al., 2022). 

Organizations typically use qualitative and quantitative methods to assess performance 
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(King et al., 2022; Sockalingam et al., 2022). Key performance indicators (KPIs) are 

often employed to quantify specific objectives, providing a clear framework for 

evaluation (Dipura & Soediantono, 2022). Rafiq et al. (2023) mentioned that performance 

appraisals and 360-degree feedback systems offer qualitative insights, capturing a 

broader perspective on an employee’s contributions and areas for growth. By 

systematically measuring performance, organizations can make informed decisions, 

implement targeted interventions, and foster a culture of continuous improvement that 

aligns with their strategic goals (Dipura & Soediantono, 2022). 

Furthermore, organizations can adopt various strategies to enhance performance, 

including establishing clear and attainable goals, providing continuous feedback, and a 

commitment to employee development (Flegl et al., 2022). According to goal-setting 

theory, formulating specific, measurable objectives can substantially improve 

performance by providing clear direction and increasing motivation (Basten & Haamann, 

2018). Additionally, cultivating a supportive organizational environment that promotes 

open communication and collaboration can enhance performance by fostering a sense of 

collective purpose and employee engagement (Yu & Hsiao, 2024). Training programs 

and professional development opportunities improve employees’ skills and demonstrate 

an organization’s commitment to their growth (Rafiq et al., 2023). Organizations can 

create a high-performance culture that drives individual and organizational success by 

prioritizing these strategies (Yu & Hsiao, 2024). 
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Employees’ Perceptions of Their Performance 

Various factors, including feedback, self-assessment, and organizational culture, 

shape employees’ perceptions of their performance (Hubbart, 2024). Initially, employees 

often form their perceptions based on feedback from supervisors and peers, which can 

significantly influence their self-esteem and motivation (Silva et al., 2023). Theories such 

as self-efficacy, proposed by Bandura, suggest that individuals with a strong belief in 

their abilities are more likely to perceive their performance positively and confidently 

engage in their tasks (Shodiqin & Junaidi, 2022). Additionally, according to Men et al. 

(2024), organizational culture plays a critical role; a culture that encourages open 

communication and constructive feedback can foster a more accurate and positive 

employee self-perception. Conversely, a lack of feedback or a punitive environment may 

lead to distorted self-assessments, where employees underestimate or overestimate their 

contributions (Abi-Esber et al., 2022). 

In addition, how employees perceive their performance significantly affects their 

overall engagement and productivity (Shodiqin & Junaidi, 2022). Employees who view 

their performance positively are generally more motivated, committed, and willing to 

take on challenges (Inam et al., 2023). This aligns with concepts from the job demands-

resources (JD-R) model, which posits that positive self-perception can enhance employee 

resources, leading to greater job engagement (Bakker et al., 2023). On the other hand, 

negative perceptions can result in decreased motivation and increased turnover intentions 

(Bakker et al., 2023). Organizations can improve performance by providing regular, 

constructive feedback, fostering an environment that supports self-reflection, and 
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recognizing achievements (Nuraini, 2024). Organizations can enhance motivation and 

drive better outcomes by actively shaping how employees perceive their performance, 

ultimately creating a more productive and engaged workforce (Celestin et al., 2024). 

Continuous Training 

Continuous training refers to ongoing learning and development opportunities that 

organizations provide their employees throughout their careers (Yimam, 2022). Unlike 

traditional training methods, Yimam (2022) highlighted that while training programs 

often occur at specific intervals or during onboarding, continuous training is a dynamic 

process that evolves to meet the changing needs of the workforce and the organization. 

This approach is increasingly considered crucial in today’s fast-paced business 

environment, where rapid technological advancements and shifting market conditions 

require employees to consistently update their skills and knowledge (Saniuk et al., 2023). 

By fostering a culture of continuous learning, organizations can enhance employee 

performance, adaptability, and overall job satisfaction (Gagné et al., 2022). 

Continuous training is grounded in several educational and organizational theories 

(Ligita et al., 2022). Adult learning theory, particularly Malcolm Knowles’s principles of 

andragogy, emphasizes that adults learn best when actively involved in the learning 

process and see the relevance of training to their work (Nallaluthan et al., 2023). 

Additionally, the learning organization theory, popularized by Senge (1990), highlights 

the importance of creating environments where continuous learning is encouraged. This 

theoretical framework underlines that organizations benefit from developing a skilled 

workforce capable of innovative thinking and problem-solving (Rad & Bocoș, 2024). 
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Furthermore, Nallaluthan et al. (2023) stated that Knowles, an influential figure in 

adult education, introduced the concept of andragogy, specifically addressing adult 

learners’ unique needs and characteristics. According to Knowles (1980), andragogy 

contrasts with pedagogy by emphasizing the importance of self-directed learning and 

recognizing that adults bring prior experiences to the learning process. Differentiating 

between andragogy and pedagogy, Knowles emphasized that adult learning involves 

different processes and motivations than traditional education models designed for 

children (Merriam & Bierema, 2014). Knowles’ principles of andragogy provide a 

framework for understanding how adults learn and highlight the importance of fostering a 

supportive and relevant learning environment tailored to their experiences and goals 

(Knowles et al., 2015). These principles are particularly relevant for continuous training 

programs in the workplace, where adult learners often seek learning opportunities that are 

practical, relevant, and aligned with their immediate job requirements (Hiemstra, 2001). 

By incorporating elements of andragogy into workplace training, organizations can 

enhance employee engagement, improve knowledge retention, and foster lifelong 

learning (Bierema & Merriam, 2002). 

One of the key principles of andragogy, as articulated by Malcolm Knowles, is 

the concept of self-directed learning (Nallaluthan et al., 2023). Unlike children, who 

typically depend on teachers for guidance, adults are inherently more autonomous in their 

learning processes (Amani & Fussy, 2023). Adult learners take responsibility for their 

educational journeys, actively seeking knowledge and skills that align with their personal 

and professional objectives (Zamiri & Esmaeili, 2024). This self-directedness 
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necessitates educators to design learning experiences that promote autonomy, enabling 

learners to set goals and select learning paths pertinent to their needs and interests 

(Charokar & Dulloo, 2022). Furthermore, this principle acknowledges that adult learners 

bring a wealth of prior knowledge and life experiences to the learning environment, 

which can be leveraged to enhance the learning process (Zamiri & Esmaeili, 2024). 

Moreover, another central tenet of Knowles’ andragogical framework is the 

emphasis on the relevance of learning (Tezcan, 2022). Adults are typically more 

motivated to engage in educational endeavors when they perceive a clear and direct 

connection between the studied material and its application to real-life contexts (Zamiri 

& Esmaeili, 2024). Consequently, effective educational programs for adults should focus 

on the content’s practical, real-world applications (Cordova Jr. et al., 2024). By 

integrating case studies, simulations, and experiential learning opportunities, educators 

can facilitate the transfer of theoretical knowledge to professional and personal contexts 

(Valiente-Riedl et al., 2022). This focus on relevance increases motivation and enhances 

retention and the application of learned material (Badali et al., 2022). 

In addition, as articulated by Malcolm Knowles, adult learning theory highlights 

the significance of learners’ prior experiences in the educational process (Knowles, 

1980). Adult learners bring many personal and professional experiences, deeply 

influencing how they approach new learning opportunities (Knowles, 1980). When 

educators effectively recognize and use these diverse backgrounds, they create an 

enriched learning environment where learners can draw upon their own life experiences 

to make connections with new content (Merriam, Caffarella, & Baumgartner, 2007). This 
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approach is particularly relevant in continuous training settings, where learners often seek 

to improve their professional skills based on existing knowledge and career experiences 

(Merriam & Bierema, 2014). Educators in such environments are encouraged to design 

collaborative learning experiences, such as group projects or discussions, where learners 

can share their insights and learn from one another (Knowles, Holton, & Swanson, 2015). 

This strengthens the learning process and fosters a culture of inclusivity and respect for 

diverse perspectives (Brookfield, 2013). 

Furthermore, Knowles emphasizes that adult learners are predominantly 

motivated by intrinsic factors rather than external rewards (Knowles, 1980). In 

continuous training, this intrinsic motivation is often linked to personal growth, 

professional development, and achieving self-set goals rather than pursuing grades or 

certificates (Merriam et al., 2007). Educators who understand this motivation can create 

learning environments that encourage self-directed learning and personal accountability, 

helping learners see the relevance and value of the training to their career goals (Brockett 

& Hiemstra, 2018). By aligning training programs with the learners’ personal and 

professional aspirations, educators can foster a more engaged and committed learning 

experience, ultimately enhancing learner satisfaction and success (Candy, 1991). This 

approach is especially critical in continuous training programs, which focus on 

maintaining learner engagement over time and ensuring that the learning outcomes 

contribute to personal and professional development (Knowles et al., 2015). 

Continuous training offers numerous benefits for employees and organizations 

(Nimran et al., 2024). For employees, it leads to improved skill sets, greater job 
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satisfaction, and enhanced career development opportunities (Bilderback, 2024). When 

employees engage in continuous training, they feel more competent and confident in their 

roles, which can increase their motivation and commitment to the organization (Nimran 

et al., 2024). For organizations, continuous training helps maintain a competitive edge by 

ensuring the workforce is up to date with industry trends and technologies (Gupta et al., 

2022). This proactive approach to skill development can also reduce turnover rates, as 

employees are likelier to stay with organizations that invest in their growth (Martini et al., 

2023). 

Organizations must assess their training needs and establish clear objectives to 

implement continuous training programs effectively; this involves gathering input from 

employees and managers to identify skill gaps and areas for improvement (Mansour et 

al., 2022). Organizations can use various training methods, including workshops, e-

learning platforms, mentorship programs, and on-the-job training (Licy Varghese et al., 

2023). Additionally, leveraging technology can enhance the delivery and accessibility of 

training resources, making it easier for employees to learn at their convenience (Hasan & 

Chowdhury, 2023). A robust evaluation system should also be in place to measure the 

effectiveness of training initiatives and make necessary adjustments based on feedback 

and outcomes (Licy Varghese et al., 2023). 

Organizations must navigate these obstacles to create an influential training 

culture (Moslehi et al., 2022). Despite its benefits, continuous training presents 

challenges, including budget constraints, time limitations, and varying employee 

motivation levels (Shaheen et al., 2022). Future directions may involve integrating 
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artificial intelligence and personalized learning paths into training programs, allowing for 

more tailored development experiences (Shaheen et al., 2022). Additionally, fostering a 

growth mindset within the organizational culture can encourage employees to embrace 

continuous learning as a vital component of their professional journey (Moslehi et al., 

2022). Continuous training will remain a critical strategy for organizational success and 

employee engagement as the workforce evolves (Licy Varghese et al., 2023).  

Context of Hospitals 

Khalife et al. (2023) suggested that hospitals serve as a critical component of 

healthcare systems, providing essential services to communities and acting as the primary 

sites for patient care. The organizational structure of hospitals often includes various 

departments, such as emergency medicine, pediatrics, and oncology, each tailored to 

meet specific health needs. Understanding the role of hospitals within the broader 

healthcare landscape highlights their importance in ensuring access to medical care, 

improving health outcomes, and addressing public health challenges (Khalife et al., 

2023). Hospitals play a pivotal role in preventive and curative healthcare, serving as hubs 

for acute care, long-term treatment, and rehabilitation (AbdulRaheem, 2023). In addition, 

hospitals’ ability to integrate with public health strategies and community outreach 

programs enhances their capacity to respond to emerging health threats and improve 

overall population health outcomes (Knowles et al., 2023). 

Furthermore, the evolution of hospitals reflects significant changes in medical 

practices, societal needs, and public health policies (AbdulRaheem, 2023). Historically, 

hospitals emerged from religious and charitable institutions in the medieval period, 
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focused primarily on caring for the sick and poor (AbdulRaheem, 2023). Over time, the 

rise of modern medicine in the 19th and 20th centuries transformed hospitals into more 

structured organizations emphasizing specialized care, technology, and research 

(Arzubiaga et al., 2022). The development of health policies and the establishment of 

accreditation standards further professionalized hospital operations, ensuring that they 

meet quality care benchmarks and adapt to advances in medical science (Alhawajreh et 

al., 2023). 

In addition, today’s hospitals face numerous challenges impacting their quality 

care delivery (Arzubiaga et al., 2022). Financial pressures, such as rising operational 

costs and fluctuating reimbursement rates from insurance providers, can strain hospital 

resources (Alhawajreh et al., 2023). The increasing prevalence of chronic diseases and an 

aging population also demand more complex care, requiring hospitals to adapt their 

services and workforce accordingly (Horden, 2023). Staffing shortages, particularly in 

nursing and specialized fields, further complicate service delivery (Knowles et al., 2023). 

Hospitals must navigate these challenges while maintaining patient safety, satisfaction, 

and overall health outcomes, necessitating innovative solutions and strategic planning 

(Horden, 2023). 

Hospitals increasingly focus on patient-centered care, technological integration, 

and community health initiatives as healthcare evolves (Horden, 2023). The shift towards 

value-based care emphasizes quality over quantity, encouraging hospitals to enhance 

their services and improve patient experiences (Daniels et al., 2022). Innovations like 

telemedicine and electronic health records transform care delivery and management, 
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allowing more efficient and accessible healthcare solutions (Horden, 2023). Furthermore, 

hospitals are beginning to engage more actively with community health by addressing 

social determinants of health and promoting preventive care (Daniels et al., 2022). This 

holistic approach positions hospitals as treatment centers and vital community resources 

dedicated to improving overall public health (Steinmann et al., 2022). 

Relationship Between Training and Performance 

The relationship between training and performance is a critical area of interest in 

organizational behavior and human resource management (Aguinis et al., 2022). Training 

enhances employees’ skills, knowledge, and competencies, ultimately impacting their 

ability to perform their roles effectively (Sugiarti, 2022). Understanding this relationship 

is essential for organizations seeking to improve employee productivity, job satisfaction, 

and overall performance (Aguinis et al., 2022). By investing in training, organizations 

can create a more competent and engaged workforce, leading to better outcomes for 

employees and the organization (Sugiarti, 2022). 

Several theories underpin the connection between training and performance 

(Berta et al., 2015; Kauppi, 2022; Rezali et al., 2021). The learning theory (Berta et al., 

2015) and institutional theory (Kauppi, 2022; Rezali et al., 2021) emphasize the 

importance of practical experience in acquiring skills and knowledge. These theories 

suggest that training programs should incorporate hands-on activities, allowing 

employees to practice their learning (Berta et al., 2015; Kauppi, 2022; Rezali et al., 

2021). Also, these theories highlight the necessity of designing training programs 
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aligning with organizational goals and employees’ needs (Berta et al., 2015; Kauppi, 

2022; Rezali et al., 2021). 

Various types of training can influence employee performance differently (Safitri 

et al., 2022). For example, onboarding and orientation programs are essential for new 

employees to understand company policies, culture, and their specific roles (Sugiarti, 

2022). Also, skills-based training focuses on developing specific technical or functional 

skills, directly impacting employees’ ability to perform tasks (Safitri et al., 2022For 

instance, leadership and management training can enhance decision-making and team 

dynamics, fostering a more effective work environment (Sugiarti, 2022). Each type of 

training plays a distinct role in shaping performance outcomes, making it crucial for 

organizations to select appropriate training methods based on their goals (Aguinis et al., 

2022). 

Furthermore, to assess the effectiveness of training programs, organizations must 

measure their impact on employee performance systematically (Dipura & Soediantono, 

2022). Key Performance Indicators (KPIs) such as productivity metrics, quality of work, 

and employee engagement scores can provide insights into the relationship between 

training and performance (Dipura & Soediantono, 2022). Additionally, pre- and post-

training assessments can help gauge improvements in knowledge and skills (Modugu et 

al., 2024). For example, surveys and feedback mechanisms can further illuminate how 

employees perceive the training’s relevance and applicability to their roles (Modugu et 

al., 2024). Organizations can refine their training initiatives and maximize their benefits 

by employing these measurement techniques (Vuong & Nguyen, 2022). 
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Despite the clear connection between training and performance, organizations 

often face challenges in establishing this link effectively (Hassan, 2022). One common 

issue is the time lag between training implementation and observable performance 

improvements, making it difficult to attribute changes directly to training efforts (Sarre et 

al., 2018). Additionally, varying employee motivations, learning styles, and job 

complexities can impact how effectively training translates to performance (Alerasoul et 

al., 2022). Organizations must navigate these challenges by fostering a culture of 

continuous learning and providing ongoing support to reinforce the skills learned during 

training (Hassan, 2022). 

Rivaldo and Nabella (2023) investigated that continuous training in hospitals is 

essential for healthcare professionals to stay updated with the latest medical technologies 

and procedures, ensuring high-quality patient care and operational efficiency. As Elendu 

et al. (2024) noted, ongoing professional development programs for healthcare staff 

contribute to better patient outcomes by enhancing skills, knowledge, and adaptability in 

response to emerging healthcare trends (Sarre et al., 2018). Moreover, hospitals that 

invest in continuous training foster a culture of collaboration and innovation, improving 

staff morale and teamwork. According to Cleary and Freeman (2006), hospitals 

prioritizing learning and development initiatives report higher employee satisfaction and 

improved service delivery. 

Moreover, organizations should always be up to date with the trending topics of 

training (Huang et al., 2023). Embracing technological advancements, such as artificial 

intelligence and virtual reality, can create more engaging and effective training 
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experiences (Do et al., 2022). Personalizing training programs to meet individual 

employees’ needs can further improve performance outcomes (Huang et al., 2023). 

Organizations should also focus on integrating training with performance management 

systems to ensure alignment between employee development and organizational goals 

(Rivaldo & Nabella, 2023). Organizations can continually innovate training practices to 

strengthen the relationship between training and performance, driving long-term success 

(Bilderback, 2024). 

Skill Enhancement 

Organizations and individuals recognize the importance of continuously 

improving skills to remain competitive and relevant in an ever-evolving job market 

(Zayed et al., 2022). Skill enhancement refers to developing and refining the abilities and 

competencies necessary for effective performance in various roles (Tumi et al., 2022). 

Skill enhancement encompasses activities from formal training programs and workshops 

to self-directed learning and on-the-job experiences (Hsu et al., 2022). Theories such as 

adult learning principles and competency-based education (CBE) provide a framework 

for understanding how skill enhancement can be effectively implemented and sustained 

(Akbarovna, 2024). By prioritizing skill enhancement, organizations can foster a more 

adaptable and capable workforce, ultimately driving better performance and innovation 

(Ferreira et al., 2023). 

In addition, several educational theories and frameworks support the concept of 

skill enhancement (Nallaluthan et al., 2023). One foundational theory is Malcolm 

Knowles’ andragogy, which emphasizes that adults learn best when the learning is self-
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directed, relevant to their experiences, and immediately applicable (Nallaluthan et al., 

2023). This theory encourages organizations to design training programs that are 

engaging and practical (Nallaluthan et al., 2023). Furthermore, the CBE model also 

focuses on developing specific competencies that align with job requirements (Imanipour 

et al., 2022). This model clarifies the skills needed for success and provides a structured 

pathway for enhancement (Imanipour et al., 2022). Understanding these theories helps 

organizations create practical training and development initiatives that resonate with 

employees and foster continuous improvement (Imanipour et al., 2022; Nallaluthan et al., 

2023). 

Imanipour et al. (2022) stated that CBE is an educational approach that 

emphasizes the mastery of specific skills and knowledge rather than the traditional time-

based learning models. In CBE, learners progress through their education based on their 

ability to demonstrate proficiency in particular competencies, clearly defined skills, and 

knowledge required for success in a given field or profession (Imanipour et al., 2022). 

This model prioritizes individualized learning, allowing learners to advance at their own 

pace, benefiting diverse learners with varying backgrounds and experiences (Imanipour 

et al., 2022). Also, CBE aims to prepare learners more effectively for real-world 

challenges and career demands by focusing on competencies (Chen et al., 2024; 

Imanipour et al., 2022).  

Furthermore, CBE is grounded in several fundamental principles that differentiate 

it from traditional educational models (Chen et al., 2024; Imanipour et al., 2022; 

McMullen et al., 2023). First, it emphasizes learner-centered approaches, tailoring 
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education to meet each learner’s unique needs and goals (Chen et al., 2024). Second, the 

CBE model is results-oriented, focusing on what learners can do with their knowledge 

rather than how long they spend in class (Imanipour et al., 2022). Third, it incorporates 

ongoing assessment and feedback, ensuring students receive the support they need to 

master competencies before moving forward (McMullen et al., 2023). This continuous 

feedback loop promotes a deeper understanding of the material and facilitates skill 

acquisition (Elendu et al., 2024). Overall, these principles create an educational 

environment that fosters active engagement and accountability. 

In addition, implementing a CBE model requires a shift in instructional design, 

assessment methods, and institutional policies (Imanipour et al., 2022). Trainers must 

clearly define the competencies trainees need to achieve, often collaborating with 

industry stakeholders to ensure relevance to the workforce (McMullen et al., 2023). 

Course materials and instructional strategies are then developed to align with these 

competencies, incorporating various learning modalities such as online resources, hands-

on experiences, and collaborative projects (Elendu et al., 2024). Assessment practices 

also shift to include formative assessments that gauge students’ mastery of skills, 

enabling instructors to provide targeted support and interventions (Lakhtakia et al., 2022). 

Additionally, institutions may need to adapt their accreditation processes and policies to 

accommodate the flexible nature of CBE (McMullen et al., 2023). 

Moreover, the CBE model offers numerous benefits to students and educational 

institutions (Imanipour et al., 2022). For learners, the pacing flexibility allows for 

personalized learning experiences, enabling them to master material before progressing 
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(Imanipour et al., 2022). This can lead to higher retention rates and improved outcomes, 

as learners are not pressured to keep up with a fixed curriculum (McMullen et al., 2023). 

CBE also fosters greater engagement, as learners take ownership of their education and 

can connect competencies to real-life applications (Elendu et al., 2024).). For institutions, 

CBE can enhance program efficiency and effectiveness, as resources are allocated toward 

learners’ success and mastery rather than time spent in a regular session (McMullen et al., 

2023).  

Despite its advantages, the CBE model faces several challenges, including 

significant changes in institutional culture and faculty training (Renaldi et al., 2022). 

Trainers may require support and resources to design and implement competency-based 

curricula (Wakjira, 2023). Additionally, institutions must navigate logistical challenges 

related to assessment, accreditation, and resource allocation (Renaldi et al., 2022). 

However, as the demand for a workforce grows, the CBE model is gaining traction across 

various sectors (Wakjira, 2023). Future directions may involve integrating technology to 

enhance personalized learning experiences and leveraging data analytics to inform 

instructional practices and improve student outcomes (Yuan et al., 2024). By addressing 

these challenges and embracing innovation, CBE has the potential to transform education 

in meaningful ways (Yuan et al., 2024). 

Elsafty and Oraby (2022) investigated that skill enhancement can take many 

forms, each tailored to meet the needs of individuals and organizations. Formal training 

programs, including workshops, seminars, and online courses, are standard methods for 

developing specific skills (Pramono & Prahiawan, 2022). These programs often include 
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assessments to measure progress and provide feedback (Elsafty & Oraby, 2022). 

Mentorship and coaching are also valuable for skill enhancement, allowing employees to 

receive personalized guidance and support from more experienced colleagues (Nuraini, 

2024). On-the-job training, job rotation, and cross-functional projects offer hands-on 

experiences that reinforce learning and promote skill application in real-world contexts 

(Pramono & Prahiawan, 2022). By diversifying skill enhancement activities, 

organizations can cater to various learning styles and preferences, increasing engagement 

and effectiveness (Nuraini, 2024). 

Investing in skill enhancement has significant implications for individual and 

organizational performance (Kaliannan et al., 2023). Employees who participate in skill 

development activities often report higher job satisfaction, increased confidence, and 

greater engagement in their work (Naveed et al., 2022). Research indicates that enhanced 

skills improve productivity and efficiency, as employees are better equipped to handle 

tasks and challenges (Elsafty & Oraby, 2022). Moreover, organizations prioritizing skill 

enhancement are more likely to attract and retain top talent as employees seek 

opportunities for growth and development (Nuraini, 2024). The positive correlation 

between skill enhancement and performance underscores the need for organizations to 

create a culture of continuous learning that values and supports employee development 

(Elsafty & Oraby, 2022). 

Furthermore, as the workplace evolves, employees must stay updated with 

trending skills (Naveed et al., 2022). Emerging technologies, such as artificial 

intelligence, virtual reality, and online learning platforms, are transforming skills 
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development and assessment (Hawkins, 2022). Personalized learning experiences, driven 

by data and analytics, will allow organizations to tailor training programs to individual 

employees’ needs and career aspirations (Kaliannan et al., 2023). Furthermore, there is a 

growing emphasis on soft skills, such as communication, problem-solving, and emotional 

intelligence, which are increasingly recognized as essential for success in today’s 

collaborative work environments (Saniuk et al., 2023). Organizations must embrace these 

future directions in skill enhancement to remain competitive, fostering a culture 

prioritizing lifelong learning and adaptability (Saniuk et al., 2023). By doing so, 

organizations can ensure their workforce is well-equipped to meet future challenges 

(Naveed et al., 2022). 

Learning Environment 

The learning environment refers to the physical, emotional, and social contexts in 

which learning occurs (Rusticus et al., 2023). A learning environment encompasses the 

physical space—such as classrooms, training facilities, or virtual settings—and the 

cultural, psychological, and pedagogical factors influencing learning (Do et al., 2022). A 

positive learning environment fosters engagement, motivation, and practical knowledge 

acquisition (Rusticus et al., 2023). Educational theorists like John Dewey and Lev 

Vygotsky have emphasized the importance of context in learning, advocating for 

environments that promote active participation, collaboration, and a sense of community 

(Waks, 2024). By understanding the elements that constitute a supportive learning 

environment, educators and organizations can design spaces that enhance the learning 

experience and outcomes (Waks, 2024). 
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In addition, the physical environment plays a crucial role in shaping learning 

experiences (Rusticus et al., 2023). Factors such as layout, lighting, acoustics, and 

available resources significantly impact students’ ability to concentrate and engage with 

the material (Cayubit, 2022). Flexible classroom designs that allow for group work, 

interactive activities, and technology integration have improved student collaboration and 

participation (Salta et al., 2022). In addition, research indicates that environments that 

prioritize physical comfort and accessibility contribute to higher levels of student 

satisfaction and performance (Cayubit, 2022; Salta et al., 2022). Thus, creating a 

conducive physical learning environment is fundamental to promoting effective 

educational practices (Waks, 2024). 

Moreover, beyond the physical aspects, a learning environment’s psychological 

and emotional dimensions are equally important (Beck et al., 2023). A supportive 

atmosphere, characterized by trust, respect, and encouragement, fosters a sense of safety 

that allows learners to take risks and express themselves (Ravichandran & Mahapatra, 

2023). The concept of a growth mindset, introduced by Carol Dweck, highlights the 

importance of cultivating resilience and a willingness to learn from mistakes (Tambun & 

Irawanto, 2023). When learners feel valued and understood, their motivation and 

engagement levels rise, leading to more profound learning experiences (McNamara, 

2023). Trainers must be attuned to the emotional needs of their learners, employing 

strategies that promote a positive mindset and foster healthy interpersonal relationships 

within the learning community (Chang et al., 2023). 
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According to Tambun and Irawanto (2023), the concept of a growth mindset, 

introduced by psychologist Carol Dweck, fundamentally shifts how individuals perceive 

their abilities and potential. Dweck posits that people can be categorized into fixed and 

growth mindsets (Tambun & Irawanto, 2023). Those with a fixed mindset believe that 

their abilities and intelligence are static traits that cannot change, leading them to avoid 

challenges and give up easily (Chang et al., 2023). In contrast, individuals with a growth 

mindset view their abilities as developable through effort, learning, and perseverance 

(McNamara, 2023). This distinction has profound implications for personal development, 

education, and professional growth (Salta et al., 2022). 

Furthermore, a desire for continuous training and improvement characterizes a 

growth mindset (Chang et al., 2023). Individuals with this mindset embrace challenges as 

opportunities for growth rather than obstacles to success (Tambun & Irawanto, 2023). 

Individuals are likelier to persist in difficulties and view failures as valuable learning 

experiences rather than definitive judgments of their abilities (Salta et al., 2022). 

Dweck’s research highlights how adopting a growth mindset can enhance motivation, 

creativity, and overall achievement, underscoring the importance of cultivating this 

mindset in educational and professional settings (Tambun & Irawanto, 2023). This 

perspective fosters resilience, enabling individuals to adapt and thrive in various 

situations (McNamara, 2023). 

In addition, one of the critical components of a growth mindset is the emphasis on 

the value of feedback and effort (McNamara, 2023). Dweck’s research indicates that 

individuals with a growth mindset welcome constructive criticism and use it for 
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improvement (Tambun & Irawanto, 2023). The individuals understand that effort is 

crucial in developing skills and achieving success, leading them to embrace hard work as 

part of the learning process (Beck et al., 2023). This contrasts sharply with a fixed 

mindset, where individuals may shy away from feedback for fear of exposing their 

perceived limitations (Waks, 2024). Trainers and leaders can promote a growth mindset 

among learners and employees by fostering a culture that encourages effort and values 

feedback (McNamara, 2023). 

Moreover, the growth mindset significantly impacts educational environments 

and workplace cultures (Beck et al., 2023). Trainers who cultivate a growth mindset in 

their training sessions encourage trainees to take risks, collaborate, and develop a love for 

learning (McNamara, 2023). Strategies such as praising effort over innate ability and 

creating a safe space for making mistakes can help trainees internalize the principles of a 

growth mindset (Waks, 2024). Organizations that promote a growth mindset can enhance 

employee engagement and performance in the workplace (Chang et al., 2023). 

Companies can create a more innovative and adaptive workforce that thrives in 

challenging circumstances by valuing continuous learning and development (Salta et al., 

2022). 

However, while adopting a growth mindset can bring numerous benefits, it is 

essential to recognize that it may not come quickly for everyone (Chang et al., 2023). 

Individuals often face societal pressures, personal insecurities, and ingrained beliefs that 

may hinder their ability to embrace this mindset fully (Beck et al., 2023). Creating 

supportive environments encouraging risk-taking and resilience is crucial to fostering a 
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growth mindset (McNamara, 2023). This involves providing resources, mentoring, and 

opportunities for reflection and growth (Waks, 2024). According to Salta et al. (2022), 

individuals and organizations can unlock their potential by intentionally cultivating a 

growth mindset culture, leading to improved outcomes, more significant innovation, and 

a more fulfilling personal and professional development journey. 

Furthermore, the social and cultural dimensions of the learning environment also 

significantly influence learning outcomes (Beck et al., 2023). Diverse learning 

environments that respect and incorporate various cultural backgrounds enhance the 

relevance and relatability of the content for all learners (Waks, 2024). Collaborative 

learning practices, such as group projects and peer-to-peer learning, promote social 

interaction and the sharing of diverse perspectives (McNamara, 2023). Vygotsky’s Social 

Development Theory underscores the importance of social interactions in cognitive 

development, asserting that learning is inherently a social process (Waks, 2024). By 

creating inclusive and collaborative learning environments, educators can leverage the 

power of social dynamics to enrich the learning experience and foster critical thinking 

skills (Chang et al., 2023). 

As technology continues to evolve, the landscape of learning environments is also 

changing (Waks, 2024). Blended learning models, which combine traditional face-to-face 

instruction with online components, are becoming increasingly prevalent (Rusticus et al., 

2023). This shift allows for greater flexibility, accessibility, and personalization in 

learning (Beck et al., 2023). Virtual and augmented reality technologies offer immersive 

experiences that can enhance engagement and understanding of complex subjects (Chang 
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et al., 2023). Furthermore, the rise of learning analytics enables educators to tailor 

learning environments based on individual student data, creating customized learning 

pathways (McNamara, 2023). As organizations move forward, integrating innovative 

technologies and pedagogical strategies will be essential in shaping effective learning 

environments that meet the needs of diverse learners in an increasingly complex world 

(Salta et al., 2022). 

The research question—How do employees perceive their performance based on 

continuous training in hospitals?—addresses a critical gap in understanding training 

efficacy in the healthcare sector, particularly in Lebanon. A review of existing studies 

reveals several key themes that relate directly to this question, highlighting the 

importance of tailored training strategies and their impact on employee perceptions of 

performance. 

One prominent theme in the literature is the relationship between continuous 

training and employee performance (Rivaldo & Nabella, 2023). Heskett et al. (1994) 

indicated that ongoing training enhances skills and bolsters employees’ performance and 

self-efficacy. When healthcare workers feel competent and confident in their abilities, 

their perception of performance improves significantly (Rivaldo & Nabella, 2023). This 

self-assurance can lead to higher job satisfaction and a more significant commitment to 

patient care (Heskett et al., 1994). By focusing on how continuous training influences 

confidence, this research can shed light on a crucial factor affecting hospital performance 

perceptions (Rivaldo & Nabella, 2023). 
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Another significant area of investigation in this literature is the impact of 

organizational culture on training effectiveness (Schein, 2010). Schein (2010) suggested 

that a supportive culture encourages continuous learning and can facilitate the adoption of 

tailored training strategies. In contrast, a culture resistant to change may hinder the 

effectiveness of training programs (Naveed et al., 2022). This study explored how the 

organizational culture in Lebanese hospitals affects employees’ perceptions of their 

training experiences and, consequently, their perceived performance. Understanding the 

training dynamics is vital for developing strategies that align training initiatives with the 

needs and values of healthcare workers (Byungura et al., 2022). 

In addition, continuous training plays a crucial role in shaping employees’ 

perceptions of their performance (Rivaldo & Nabella, 2023). As organizations strive to 

remain competitive, the emphasis on ongoing professional development has increased 

(Rojak et al., 2024). This literature review synthesizes various studies to explore how 

continuous training influences employees’ self-assessment of their capabilities, 

motivation, and overall job performance. Organizations’ continuous training is an 

ongoing effort to enhance employee skills and knowledge (Rojak et al., 2024). The effort 

encompasses formal training programs, workshops, online courses, and mentoring 

(Rusilawati, 2023). Research indicates that such training improves job-related skills and 

boosts employees’ confidence in their abilities (Rivaldo & Nabella, 2023; Rojak et al., 

2024; Rusilawati, 2023). Employees who perceive themselves as competent are likelier to 

take initiative and pursue innovative solutions (Rivaldo & Nabella, 2023). 
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Furthermore, continuous training is pivotal in shaping employees’ self-assessment 

of their skills and abilities (Masuwa et al., 2024). As organizations invest in ongoing 

professional development, employees gain opportunities to expand their knowledge base, 

refine existing competencies, and acquire new skills (Kumar & Kumar, 2023). By 

gaining new skills, employees can enhance their technical expertise and impact their self-

perception of their capabilities (Ceresia, 2023). Employees receiving regular training are 

more likely to recognize their growth and development over time, leading to a more 

accurate and positive self-assessment (Al-Sa’di et al., 2023). The feeling of competence 

and self-efficacy, cultivated through continuous learning, is integral to fostering a strong 

professional identity and confidence in one’s abilities (Bandura, 1997). 

Moreover, research has shown that continuous training helps employees bridge 

the gap between their current skill levels and the evolving demands of their roles (Al-

Sa’di et al., 2023; Ceresia, 2023; Masuwa et al., 2024). The alignment between training 

content and job requirements contributes to employees’ growing sense of proficiency and 

mastery (Xasanovna, 2023). Employees can evaluate their progress more effectively 

through repeated exposure to new concepts and techniques (Kirkpatrick & Kirkpatrick, 

2006). As employees apply the knowledge and skills gained from training in real-world 

settings, their self-assessments often become more aligned with their actual performance 

(Xasanovna, 2023). This iterative process allows for a more dynamic and accurate 

understanding of their capabilities as employees gain a clearer sense of what they can 

accomplish and where further development is needed (Kirkpatrick & Kirkpatrick, 2006). 
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In addition to enhancing skill development, continuous training fosters a growth 

mindset among employees (Shaheen et al., 2022). A growth mindset—the belief that 

abilities can be developed through dedication and hard work—can significantly influence 

how employees perceive their progress (Dweck, 2006). When training is seen as a tool 

for improvement rather than a remedial necessity, employees are more likely to view 

challenges as opportunities for growth rather than as indicators of inadequacy (Shaheen et 

al., 2022). This mindset shift can positively affect how employees assess their 

performance, as they recognize their abilities are malleable and subject to enhancement 

through sustained effort (Dweck, 2006). Consequently, employees who engage in 

continuous training often experience increased self-confidence, improving their self-

assessment and motivation to pursue further learning opportunities (Yeager & Dweck, 

2012). 

Furthermore, continuous training can also provide employees with a more 

objective basis for self-assessment (Sarre et al., 2018). When employees are exposed to 

standardized training programs, assessments, or performance reviews, they learn how 

their skills compare to industry standards or organizational expectations (Yeager & 

Dweck, 2012). These benchmarks allow employees to gauge their strengths and areas for 

improvement more accurately, resulting in a more informed and balanced self-assessment 

(Sarre et al., 2018). Without such structured feedback mechanisms, employees may rely 

solely on subjective impressions of their performance, which can be skewed by biases or 

overconfidence (Abi-Esber et al., 2022). Thus, regular, targeted training develops 
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employees’ skills and helps them measure progress against clear, external criteria, 

leading to a more accurate understanding of their capabilities (Locke & Latham, 2002). 

Finally, the influence of continuous training on self-assessment is also shaped by 

the social and collaborative aspects of learning within organizations (Abi-Esber et al., 

2022). As employees train alongside colleagues, they gain opportunities for peer 

comparison, feedback, and collaboration, all of which can contribute to a more 

comprehensive self-assessment (Modugu et al., 2024). Interactions with peers and 

supervisors during training sessions can provide valuable insights into one’s strengths 

and areas for improvement, fostering a deeper reflection on personal performance (Vuong 

& Nguyen, 2022). This social learning dynamic enables employees to broaden their self-

assessment by incorporating external perspectives and feedback, thus enhancing the 

accuracy and depth of their self-evaluation (Bandura, 2001). In sum, continuous training 

improves employees’ skill sets and is critical in shaping their self-perception, 

contributing to more accurate and confident assessments of their professional capabilities 

(Modugu et al., 2024). 

Furthermore, motivation is critical to employee performance (Hajiali et al., 2022). 

Studies show that employees who participate in continuous training often report higher 

levels of intrinsic motivation (Hajiali et al., 2022; Wahyuni et al., 2023). The heightened 

motivation stems from growth and development, leading to a positive feedback loop 

where improved skills enhance performance, boosting motivation further (Hajiali et al., 

2022). As a result, employees feel more engaged and committed to their work (Al-

kharabsheh et al., 2022). Self-efficacy, or an individual’s belief in their ability to succeed, 
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is significantly influenced by continuous training (Pitcher et al., 2022). Research by 

Bandura (1997) emphasizes that training enhances self-efficacy, directly affecting 

performance. Employees who undergo regular training are more likely to view 

themselves as capable and effective, leading to improved job performance (Gunawan et 

al., 2024). This shift in perceptions can result in a more proactive approach to challenges 

(Krishnamoorthy et al., 2023). 

In addition, feedback is a vital component of continuous training (Abi-Esber et 

al., 2022). According to Kluger and DeNisi (1996), feedback helps employees assess 

their performance accurately. Training programs that include constructive feedback allow 

employees to understand their strengths and areas for improvement (Abi-Esber et al., 

2022). These training programs enhance employees’ self-perception, as they can see 

tangible evidence of their organizational development and contributions (Silva et al., 

2023). In addition, organizational culture significantly impacts how employees perceive 

training and its effects on performance (Krijgsheld et al., 2022). A culture that prioritizes 

learning and development encourages employees to embrace continuous training 

(Mutonyi et al., 2022). Research indicates that in such environments, employees are more 

likely to view training as an investment in their personal and professional growth, thus 

enhancing their perceptions of their performance (Abi-Esber et al., 2022; Krijgsheld et 

al., 2022; Silva et al., 2023). 

Continuous training facilitates skill acquisition, directly influencing employees’ 

confidence levels (Niinihuhta & Häggman‐Laitila, 2022). Studies indicate that employees 

feel more equipped to handle job responsibilities as they acquire new skills (Mutonyi et 
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al., 2022; Niinihuhta & Häggman‐Laitila, 2022). Also, employees who engage in 

continuous training frequently report higher levels of job security (Sesen & Ertan, 2022). 

Research shows that when organizations invest in employee development, individuals 

perceive their roles as more secure and valuable (Niinihuhta & Häggman‐Laitila, 2022; 

Sesen & Ertan, 2022). Collaborative employee training environments foster employee 

relationships, enabling knowledge sharing (Shehzad et al., 2023). Studies indicate that 

employees’ perceptions of performance improve when they learn from each other (Sesen 

& Ertan, 2022; Shehzad et al., 2023. This collaborative atmosphere encourages a sense of 

community, which enhances motivation and job satisfaction (Zada et al., 2023). 

Moreover, continuous training equips employees with the skills to adapt to change 

(Belchior-Rocha et al., 2022). In a rapidly evolving work environment, employees who 

receive ongoing training are more likely to perceive themselves as adaptable and resilient 

(Ogedengbe et al., 2023). This adaptability positively influences their self-assessment, as 

they feel prepared to meet new challenges head-on (Al-kharabsheh et al., 2022). When 

training is aligned with organizational goals, employees perceive their performance 

through the company’s success (Morandini et al., 2023). Research suggests that 

employees who understand how their roles contribute to larger objectives are more 

motivated to perform well (Belchior-Rocha et al., 2022; Morandini et al., 2023; 

Ogedengbe et al., 2023). Continuous training that emphasizes this connection fosters a 

sense of purpose, enhancing performance perceptions (Al-kharabsheh et al., 2022). 

Furthermore, employee engagement is closely linked to perceptions of 

performance (Giauque et al., 2022). Continuous training initiatives involving employees 
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foster a sense of ownership and investment in their work (Saks et al., 2022). Studies 

indicate that engaged employees are more likely to perceive their performance positively, 

as they feel empowered to contribute meaningfully to their teams (Cayubit, 2022; 

Giauque et al., 2022; Saks et al., 2022). Recognition of training achievements is vital in 

shaping performance perceptions (Saks, 2022). Also, organizations celebrating 

employees’ progress and milestones in their training journeys reinforce a positive self-

image (Giauque et al., 2022). Research shows that recognition enhances motivation, 

improving performance and satisfaction in one’s role (Cayubit, 2022; Giauque et al., 

2022; Saks et al., 2022). 

However, despite continuous training benefits, it can present various challenges 

(Chmielewska et al., 2022). Employees may feel overwhelmed by the constant demand 

for upskilling, leading to stress and burnout (Ajayi & Udeh, 2024). Research indicates 

that organizations must balance training initiatives with employees’ workloads to prevent 

adverse impacts on performance perceptions (Ajayi & Udeh, 2024; Chmielewska et al., 

2022). The effectiveness of continuous training programs is often measured through 

performance evaluations (Chmielewska et al., 2022). Studies show that when training 

outcomes are linked to performance metrics, employees are more likely to perceive the 

relevance of training (Deussom et al., 2022; Ojo et al., 2022). The alignment between 

training and performance reinforces the value of training in enhancing their skills and 

contributions (Ojo et al., 2022). Continuous training contributes to long-term career 

development, impacting employees’ perceptions of their future potential (Susanto et al., 

2023). Research indicates that employees who engage in ongoing learning view their 
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career trajectories more positively (Jacobsen et al., 2022; Susanto et al., 2023). This 

forward-looking perspective enhances motivation and performance as they strive to 

achieve their professional goals (Ojo et al., 2022). 

Furthermore, continuous training in hospitals is essential for maintaining high 

standards of patient care and ensuring that healthcare professionals are equipped with the 

latest knowledge and skills (Jacobsen et al., 2022). Research indicates that continuous 

education and training programs positively influence employees’ perceptions of their 

performance, fostering confidence and job satisfaction (Sellar, 2022). Sellar’s (2022) 

review synthesizes the literature on the effects of continuous training, specifically within 

hospital settings, emphasizing the unique challenges and opportunities healthcare 

employees face. One of the primary benefits of continuous training in hospitals is the 

enhancement of clinical competence among healthcare staff (Susanto et al., 2023). 

Studies have shown that regular training sessions improve skills and knowledge, affecting 

employees’ self-perceptions of their performance (Roswag et al., 2023). For example, 

nurses and physicians participating in continuous education programs often report feeling 

more competent, enhancing their confidence in decision-making and patient interactions 

(Nobre et al., 2024). This boost in self-efficacy contributes to better patient outcomes and 

a more cohesive work environment (Anderson & Good, 2022). 

In the high-pressure environment of hospitals, burnout is a significant concern 

that can negatively impact employee performance perceptions (Chmielewska et al., 

2022). Continuous training can serve as a buffer against burnout by providing staff with 

coping strategies and enhancing their resilience (Chen et al., 2022). Literature suggests 



78 

 

that job satisfaction improves when healthcare employees feel supported through ongoing 

education (Chmielewska et al., 2022). This, in turn, leads to more favorable self-

perceptions regarding their performance, as satisfied employees are more likely to view 

their contributions positively and remain committed to their roles (Nobre et al., 2024). 

Continuous training programs can enhance the clarity and relevance of 

performance metrics used to evaluate healthcare staff (Anderson & Good, 2022). 

Employees can better understand how their training impacts patient care and performance 

by aligning training objectives with measurable outcomes, leading to improved self-

assessment (Dipura & Soediantono, 2022). Regular skill assessments post-training allow 

employees to track their progress over time (Nobre et al., 2024). This measurable 

competency improvement boosts trainees’ confidence and alters their perceptions of their 

capabilities, reinforcing the belief that they are competent and effective in their roles 

(Dipura & Soediantono, 2022). 

Continuous training instills a sense of accountability among healthcare 

professionals (Dipura & Soediantono, 2022). When employees are trained to understand 

their roles in patient care, they are more likely to take ownership of their responsibilities 

(Elsafty & Oraby, 2022). This accountability fosters a positive self-image and enhances 

their perceptions of effectiveness in delivering care (Chmielewska et al., 2022).). 

Training often involves collaborative learning environments where employees hold each 

other accountable for applying new skills (Elsafty & Oraby, 2022). This approach 

encourages a supportive culture that enhances collective performance perceptions and 

motivates individuals to strive for excellence (Roswag et al., 2023). 
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In conclusion, continuous training significantly influences employees’ perceptions 

of their performance (Byungura et al., 2022). Organizations can create an environment 

where employees feel competent and valued by fostering self-efficacy, enhancing 

motivation, and aligning training with organizational goals (Pitcher et al., 2022). As 

businesses prioritize employee development, understanding the nuanced effects of 

continuous training on performance perceptions will be essential for fostering a 

motivated and engaged workforce (Roswag et al., 2023). Future research should explore 

the long-term implications of continuous training on career advancement and 

organizational success. 

Summary and Conclusions 

The existing literature on employees’ perceptions of their performance based on 

continuous training reveals several significant themes. The literature focuses on the 

relationship between employees’ perceptions of their performance and continuous 

training, illustrating how these elements interact and influence outcomes. In addition, the 

research emphasizes the importance of the relationship between training and 

performance. However, gaps remain in understanding the nuances of these relationships, 

particularly in the context of hospitals. The present study addresses a gap in employees’ 

perceptions of their performance based on continuous training by using a qualitative 

approach, enhancing the richness of data collected and allowing for a deeper exploration 

of participants’ experiences and perspectives. This study will not only fill the identified 

literature gaps but also extend knowledge in human resources management. Chapter 3 

presents the methodology.
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Chapter 3: Research Method 

Introduction 

The purpose of this qualitative interpretive phenomenological study is to explore 

how employees perceive their performance based on the continual training that they 

receive in hospitals. This research might help hospital administrators enhance staff skills, 

align performance with organizational goals, improve job satisfaction, and ensure high-

quality patient care. I conducted in-person, web-based, audio-recorded, in-depth 

semistructured interviews with study participants. The open-ended questions focused on 

understanding how participants perceive the impact of continual training on their 

professional performance and how they interpret its influence within the hospital 

environment. The collected data provided insights into employees’ lived experiences and 

perceptions of training’s role in enhancing or hindering their performance. In this study, I 

focused on hospital employees in a large urban area, seeking to understand the nuanced 

training and performance experiences within this context. This chapter will present the 

research design and rationale, my role as the researcher, the methodology used, and 

trustworthiness considerations. After presenting the background and objectives of this 

study, I clearly outlined how the research design directly supports the exploration of the 

research questions. 

Research Design and Rationale 

I used the following research question to gather data about continuous training on 

employees’ perceptions of their performance: How do employees perceive their 
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performance based on continuous training in hospitals? The qualitative interpretive 

phenomenology research design focuses on exploring and understanding how individuals 

experience and make sense of a particular phenomenon through detailed, in-depth 

analysis of their lived experiences (Jedličková et al., 2022). Through interpretive 

phenomenology, participants can share their personal experiences in a way that deepens 

their understanding of their perceptions and needs, allowing their voices to contribute to 

meaningful improvements in care or services (Jedličková et al., 2022).  

Employee perceptions of their performance, especially in continuous training, are 

critical in shaping individual motivation and overall organizational performance in 

hospitals (Jedličková et al., 2022). When employees perceive that training enhances their 

skills and aligns with their professional growth, it can boost motivation, job satisfaction, 

and engagement, improving the quality of care and patient outcomes (Bronsoler et al., 

2022). However, training perceived as irrelevant or insufficient may lead to 

disengagement, lower performance, and even burnout, particularly in high-stress 

healthcare environments (Prenestini et al., 2023). Despite the importance of these 

perceptions, existing literature primarily focuses on objective outcomes like patient care 

improvements, with limited exploration of how employees perceive their performance 

based on continuous training (Bankins et al., 2024). Exploring this gap can inform more 

tailored and effective training programs that align with employees’ needs and motivations 

(Krijgsheld et al., 2023). 

While other qualitative approaches, such as grounded theory or ethnography, may 

offer valuable insights, they are not as appropriate for my study, which seeks to 
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understand the subjective experiences of hospital employees regarding their performance 

and training. Grounded theory, for instance, focuses on generating theories from data by 

identifying patterns and concepts (Charmaz, 2014). However, this approach may not fully 

capture the personal and reflective processes involved in how employees perceive the 

impact of training on their performance (Jedličková et al., 2022). My study concerns the 

individual’s lived experience and the meanings they attach to training, which aligns more 

closely with interpretive phenomenology’s focus on personal interpretation and 

understanding (Smith et al., 2009). Grounded theory’s emphasis on theory-building might 

detract from the detailed, participant-driven exploration of these personal meanings, 

making interpretive phenomenology more fitting for my research goals (Charmaz, 2014). 

Through immersive observation, ethnography studies cultures and groups 

(Hammersley, 2007). While this approach helps understand social dynamics and cultural 

practices, it is less suited to my study’s goal of exploring individual perceptions of 

training and performance in healthcare settings. Ethnographic methods involve prolonged 

fieldwork and a focus on group behaviors and practices, which may not capture 

employees’ in-depth, personal reflections on how training influences their professional 

development (Hammersley, 2007). Since my research aims to understand personal 

experiences and subjective interpretations, interpretive phenomenology’s focus on 

individual meaning-making provides a more direct path to the insights I seek. Thus, while 

ethnography could offer insights into the broader organizational culture, it would not be 

as effective for understanding employees’ specific, personal perspectives regarding their 

performance and training. 
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Quantitative methods are inappropriate for my study because they prioritize 

measurement and statistical analysis over exploring personal experiences and meanings. 

My research aims to uncover how hospital employees perceive their performance based 

on continuous training, which involves capturing subjective, nuanced insights that cannot 

be reduced to numerical data (Almeida, 2018). Quantitative research focuses on 

generalizing findings across larger populations, whereas my study requires a deep, 

individualized understanding of how training affects personal perceptions of job 

performance (Mertens, 2015). Using surveys or tests to measure the impact of training 

would miss the rich, qualitative insights that interpretive phenomenology can provide, 

particularly in terms of the personal, cognitive, and emotional aspects of performance that 

are central to this study. Therefore, qualitative methods, specifically interpretive 

phenomenology, are essential to fully explore the lived experiences of hospital employees 

about their training and performance. 

A mixed-methods research design is a possible option for this study but is deemed 

inappropriate, as the quantitative component is not used. For a mixed-methods approach 

to be effective, qualitative and quantitative methods must be employed together 

(Almeida, 2018). The rationale for choosing a qualitative research design is that it allows 

a researcher to focus intensely on participants’ perceptions and lived experiences. This 

approach enables a more nuanced understanding of how participants interpret their 

experiences, with the researcher’s interpretation being an integral part of the research 

process (Moustakas, 1994). 
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Qualitative interpretive phenomenology is a research approach that explores how 

individuals make sense of their lived experiences and the meanings they attach to specific 

phenomena (Smith et al., 2009). This methodology is particularly suited to my study, 

which seeks to understand how hospital employees perceive their performance in the 

continuous training they receive. Qualitative interpretive phenomenology also allowed 

me to delve into employees’ personal, subjective experiences, providing a rich 

understanding of how they interpret the effects of training on their performance (Giorgi, 

2009). By focusing on these lived experiences, this study can uncover nuances that might 

be overlooked through other methods, such as the emotional and cognitive impacts of 

training that influence performance in complex ways (Karahan, 2022). This approach 

enables a deeper understanding of how employees perceive their competence, confidence, 

and job satisfaction as shaped by ongoing professional development. 

Moreover, the importance of interpretive phenomenology in this study lies in its 

ability to offer insights into the personal meaning-making process of employees, which is 

crucial for understanding how training impacts performance (Larkin et al., 2006). In 

hospital settings, where employees face unique challenges and high-pressure 

environments, it is essential to understand their subjective experiences to improve 

training programs and support systems (Smith et al., 2009). Qualitative interpretive 

phenomenology’s emphasis on in-depth, participant-driven analysis allows for a 

comprehensive understanding of the factors influencing employees’ perceptions of their 

performance, including their motivations, frustrations, and successes related to training 

(Larkin et al., 2006). This approach captures the dynamic and evolving nature of learning 
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and performance, which is especially important in healthcare, where continuous 

education is central to professional development (Giorgi, 2009). Using interpretive 

phenomenology helps ensure this study aligns with employees’ lived experiences, 

providing actionable insights to improve training programs and organizational practices. 

Qualitative interpretive phenomenology focuses on interpretation and explores 

how employees’ perceptions of training contribute to their professional efficacy and 

growth (Smith et al., 2009). The interpretative process is crucial because it identifies how 

training influences technical skills, interpersonal interactions, communication, and job 

satisfaction (Larkin et al., 2006). In healthcare, where collaboration and effective 

communication are key to patient outcomes, understanding how employees feel about 

their performance in ongoing training can inform strategies for fostering better teamwork 

and patient care (Smith et al., 2009). By prioritizing the individual’s perspective, 

qualitative interpretive phenomenology ensures that this study uncovers a holistic view of 

the impact of continuous training, addressing both the tangible and intangible aspects of 

professional performance (Karahan, 2022). Therefore, interpretive phenomenology offers 

methodological tools to explore the deeper connections between training, performance, 

and personal growth in healthcare settings (Jedličková et al., 2022). 

Moreover, interpretive phenomenology is particularly suitable for exploring 

employees’ subjective experiences and perceptions related to continuous training because 

it focuses on understanding how individuals make sense of their lived experiences within 

specific contexts (Smith et al., 2009). In the case of hospital employees, interpretive 

phenomenology allows researchers to delve deeply into personal interpretations of how 
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training influences their job performance, motivation, and engagement, emphasizing the 

meaning these employees attribute to their experiences (Smith et al., 2009). This 

approach is valuable because it provides rich, nuanced insights into the complex, 

emotional, and often transformative impact of training on healthcare workers, considering 

both individual and contextual factors (Langdridge, 2007). Interpretive phenomenology 

focuses on the personal perspective and explores how employees’ perceptions might 

shape their performance and how these perceptions are influenced by organizational 

culture and healthcare settings (Langdridge, 2007). 

Role of the Researcher 

My role as a researcher in this study facilitated the interview process and interpret 

the data collected to explore how employees perceive their performance based on the 

continuous training they receive in hospital settings. In addition, I used participants’ 

perspectives, experiences, and interactions to shape findings. I was reflective and aware 

of participants’ biases to capture the complexity and depth of human experiences within 

this study. Throughout the process, I remained mindful of my biases to ensure that the 

findings accurately reflect the participants’ perspectives and lived experiences. I 

consciously avoided leading or interjecting during the interviews, allowing participants to 

share their experiences freely. To minimize the influence of my assumptions and 

preconceived notions, I employed the technique of bracketing, which enabled me to set 

aside personal experiences and judgments while conducting the study (Moustakas, 1994). 

Additionally, I maintained a reflective journal to document my thoughts and 

reactions. This helped ensure that my analysis remains grounded in the participants’ 



87 

 

experiences rather than being shaped by my perspectives. The validity of this qualitative 

research was supported by the ability to draw sound and justifiable conclusions based on 

the data (Morse, 2015). Data saturation was monitored during the data collection so that 

no new themes or insights emerged (Hennink et al., 2017). These methods allowed me to 

deeply explore the participants’ perceptions of how ongoing training influences their job 

performance. 

Purposeful sampling connected the research problem with the studied 

phenomenon (Suri, 2011). The interview process was central to the integrity and 

reliability of this study, as it is essential for capturing the participants’ accounts of how 

training impacts their performance. To ensure the confidentiality and protection of 

participants, I adhered to ethical guidelines set by the institution, ensuring that 

participants are fully informed of the risks, benefits, and their rights before the interview 

process. Each participant was required to complete a consent form (Appendix D) before 

the interview. 

As a researcher engaging in qualitative research, I embraced an interpretative 

approach that acknowledges my active role in the data collection and analysis process. 

The nature of this qualitative interpretive study required me to develop a deep, sustained 

relationship with participants, allowing for a comprehensive understanding of their lived 

experiences. This prolonged engagement fosters a rich context for data gathering but also 

brings forth significant strategic, ethical, and personal challenges (Locke et al., 2013). I 

had to remain vigilant about how my involvement shapes the research process and 

findings. These challenges required me to navigate the complexities of interaction with 
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participants and the ethical considerations surrounding consent, privacy, and respect for 

the participants’ perspectives. Furthermore, the dynamic between researcher and 

participant, built on trust and rapport, significantly influenced the interpretation of the 

data. As I engaged with participants, I constantly knew how my presence may affect their 

responses. I minimized potential bias distorting the data (Creswell, 2013). 

In addition, I recognized that qualitative research demands reflexivity. This 

reflexivity required me to explicitly identify my biases, values, and personal background, 

such as my gender, cultural heritage, and socioeconomic status, as these aspects of my 

identity will inevitably shape my interpretations (Creswell, 2013). By acknowledging 

these factors, I positioned myself to better understand how they influenced the lens 

through which I analyzed data. This self-awareness was critical in maintaining the 

integrity of my findings and fostering an ethical research environment (Finlay, 2002). 

Additionally, I sought continuous opportunities to engage with the literature on 

reflexivity and bias in qualitative research, ensuring that I remain grounded in best 

practices for self-reflection and self-awareness. This ongoing process of reflection 

enhanced the quality of my research and promoted transparency and trustworthiness in 

this study’s outcomes (Malterud, 2001). 

Methodology 

Interpretive phenomenology was the qualitative methodology used for this study. 

This approach is chosen to explore how hospital employees perceive their performance 

based on the continuous training they receive. The participants, who are employees in 

hospital settings, had direct experience with the phenomenon being studied—the impact 
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of continual training on their job performance. The participants were interviewed 

virtually or in person during the data collection process, allowing for a deeper 

understanding of their perceptions and experiences. 

The data collected from the interviews were recorded, transcribed, and analyzed 

using NVivo software to help identify themes and patterns within the data. This 

qualitative interpretive phenomenological approach allowed me to deeply explore 

employees’ lived experiences and the meanings they assign to their training and 

performance in the hospital context. I began by explaining the sampling process in detail, 

as it is crucial to ensure that the participants selected are knowledgeable and experienced 

with the phenomena being studied. In this case, I used purposeful sampling, as it aligns 

with the interpretative phenomenology design, enabling me to select individuals who can 

provide rich and relevant insights into the topic of continuous training and employee 

performance. According to Mweshi and Sakyi (2020), purposeful sampling is grounded 

in selecting the best cases to produce the most meaningful data, especially relevant in 

interpretative phenomenological studies. The rationale for this sampling method was 

clearly outlined, as it ensured that the participants had experiences that directly addressed 

the research questions. 

The participants were recruited through professional networks and hospital 

contacts to ensure a diverse representation of employees working in hospital settings. To 

be eligible, participants were employed in a hospital environment and had experienced 

the ongoing training programs relevant to the study. This research will help to fill the gap 
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in the literature regarding how continual training influences employees’ perceptions of 

their performance in healthcare settings. 

This study used a purposeful sampling strategy to select hospital administrators 

participating in continuous training programs within the past year. These individuals are 

uniquely positioned to provide insights into how training impacts their perceptions of 

their performance and overall engagement with the organization. Semistructured 

interviews were conducted, face-to-face or virtually, allowing participants to share 

detailed accounts of their experiences and reflections on training. An interview guide 

ensured consistency across interviews while allowing flexibility for in-depth responses. 

To ensure confidentiality, all interviews were recorded with consent, and identifying 

information will be anonymized. Data were analyzed using interpretive 

phenomenological analysis, which focused on understanding how administrators interpret 

their personal experiences with training and their impact on their professional roles 

(Smith, 2024). The study involved coding and identifying key themes that emerged from 

the data, followed by member checking to confirm the accuracy of interpretations and 

ensure the credibility of the findings (Smith et al., 2009). 

Participant Selection Logic 

In this study, I used purposeful sampling to recruit participants. Purposeful 

sampling ensured that the participants had relevant experiences that could provide deep 

insights into how hospital employees perceive their performance based on continuous 

training (Shaheen & Pradhan, 2019). To ensure that participants had relevant experience 

for the study, I used specific criteria to select hospital administrators with direct 
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knowledge and involvement in continuously training hospital employees. I established 

these criteria based on their roles, experience, and expertise within the hospital setting. I 

selected participants regardless of their tenure in their current roles. I ensured that the 

sample included employees with a range of experience levels. This allowed me for a 

broader perspective on how continuous training impacts performance across different 

stages of an employee’s time in the role. Additionally, I ensured that the participants were 

actively involved in the planning, implementing, or evaluating training programs within 

the hospital, as this direct involvement provided them with first-hand knowledge of how 

training influences employee performance. The targeted participants met the following 

criteria: (a) must be employed in a hospital setting, (b) must have received ongoing 

training as part of their professional development, and (c) must be willing to share their 

perceptions of how such training influences their job performance. 

In this qualitative interpretive phenomenological study, I used purposeful 

sampling to collect data from hospital administrators in Beirut, Lebanon. I purposefully 

selected participants based on professional background and experience relevant to the 

research question, ensuring that the sample provides rich and detailed insights into the 

topic (Adeoye, 2023). I followed Saldana’s (2016) descriptive coding process for data 

analysis, using first- and second-cycle coding. The interviews were conducted one-on-

one to avoid bias or influence from external parties, such as friends, family, or peers. I 

recruited 15 participants until data saturation (Sebele-Mpofu, 2020). By using this 

purposeful sampling technique, I aimed to gather the best data that reflects the 
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participants’ knowledge and experiences, ensuring the results are directly aligned with 

the research objectives (Mweshi & Sakyi, 2020). 

After receiving approval from the Walden University Institutional Review Board 

(IRB), I posted a notice about the study and contact my professional contacts to invite 

potential participants. I posted a notice about the study on professional platforms, 

including LinkedIn, relevant academic forums, and my professional contacts, directly to 

invite potential participants. According to IRB rules, this recruitment method is generally 

permissible if it ensures that participation is voluntary and free from coercion. The notice 

provided clear information about the study’s purpose, the participant’s role, and their 

rights, including the right to withdraw at any time without penalty (Appendix C). 

Additionally, any communication with professional contacts must emphasize that 

participation is not mandatory, ensuring no undue influence or conflict of interest exists. 

Before proceeding, I submitted my recruitment plan to the IRB for approval to ensure 

compliance with ethical standards and avoid delays. A total of 15 hospital administrators 

participated in the study, with data saturation expected to be reached when no new 

themes emerge from the interviews. I provided additional details about the study’s 

purpose upon request. I also ensured that participants are informed that the interviews 

will be audio-recorded and that their consent is required for participation. Those referred 

by other participants are also notified of the study process and consent requirements 

similarly. 

In the study, I focused on hospital administrators in Beirut, explicitly targeting 

individuals with managerial or executive positions, such as department heads, directors, 
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and senior executives. I ensured that participants met specific requirements to strengthen 

the inclusion and exclusion criteria. Inclusion criteria involved administrators employed 

at the hospital for at least 1 year, ensuring they have sufficient experience to provide 

meaningful insights into the organizational dynamics. Exclusion criteria included 

administrators new to the hospital (less than 1 year of service) or those in temporary or 

interim roles, as they may lack the stability or long-term perspective required for a 

comprehensive understanding of the hospital’s operations. 

The sampling strategy I employed was purposive sampling, allowing me to 

intentionally select hospital administrators most relevant to the study’s objectives. By 

selecting individuals who had decision-making authority and in-depth knowledge of 

hospital operations, I ensured that the insights gathered reflect the perspectives of those 

with significant influence over the hospital’s policies, culture, and strategic direction. 

This approach enabled me to capture a broad range of administrative viewpoints while 

focusing on individuals whose roles are pivotal to the functioning of the hospital. 

To ensure the study is manageable yet comprehensive, I aimed for a sample size 

that allows for diverse input without overwhelming the data collection process. I 

carefully considered the number of administrators at each management level within the 

hospital and strive for a representative sample that includes participants from various 

departments, such as finance, operations, and clinical services. By clearly defining the 

inclusion and exclusion criteria and using purposive sampling, I gathered rich and 

relevant data that provides a deep understanding of the experiences and perspectives of 

hospital administrators in a large urban healthcare setting. 
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Instrumentation 

In qualitative research, the researcher is the primary instrument, observing 

participants’ reactions, gathering data, conducting interviews, and processing the 

information—elements essential to the study (Ravitch & Carl, 2016; Xu & Storr, 2012). 

While various instruments can be used in qualitative research, such as surveys or 

document analysis guides, I am the central instrument for conducting interviews with 

hospital employees (Mensah, 2020). I conducted virtual or in-person interviews using 

semistructured questions to explore employees’ perceptions of how continual training 

influences their performance in hospital settings. Interpretive phenomenology allowed me 

to examine employees’ lived experiences, focusing on how they make sense of their 

training and its impact on their job performance (Neubauer et al., 2019). 

As the primary instrument for data collection, I remained focused on the inductive 

construction of meaning, ensuring that I accurately capture the participants’ perspectives 

(Ravitch & Carl, 2016). The semistructured interview format allowed me to gather rich, 

detailed data highlighting the participants’ hospital workplace experiences. One of the 

foundational aspects of phenomenology is the study of human experiences, as people can 

recount their perceptions of a phenomenon as they understand it (Neubauer et al., 2019). I 

used a researcher interview protocol to guide the interview process as an examination 

tool related to the study’s focus (Elliott & Timulak, 2021). The data collection began with 

audio-recorded interviews, and I used an interview protocol to stay organized and 

focused. The protocol provided a structured interview guide, including opening and 
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closing remarks, interview questions, and follow-up notes. The interview protocol is 

detailed in Appendix B. 

In interpretive phenomenological studies, the focus is on constructing meaning 

and knowledge. Unlike experimental research, which often requires pilot tests to account 

for variability (Dikko, 2016), or generic qualitative research, which ensures the accuracy 

of observations (Ravitch & Carl, 2021), interpretive phenomenology requires a pilot 

study to reflect on the nature of the interviews and enhance the quality of data collection 

(Elliott & Timulak, 2021). Conducting a pilot study helps ensure that the study’s aim is 

precise (Castillo-Montoya, 2016) and that the interview questions effectively measure the 

explored concepts (Dikko, 2016). I conducted a pilot study with a colleague who met the 

sampling criteria to assess the interview process and questions. This allowed me to 

identify any potential shortcomings in the interview procedure and ensure that the 

collected data would provide detailed, meaningful descriptions of employees’ perceptions 

of how ongoing training impacts their performance in the hospital setting. 

Pilot Study  

I conducted a semistructured, in-depth interview with the participant as part of the 

pilot study to assess the interview questions. The interview followed the interview 

protocol. The participants, who completed the informed consent process, are fully briefed 

on the details of the study. The participants are self-identified as hospital administrators, 

are over 18 years of age, and have participated in continuous training programs within the 

hospital. The pilot study provided valuable insights into potential biases and would allow 

me to refine my approach and reactions to the participants’ responses. The interview was 
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transcribed for analysis. The results of this interview were excluded from the research 

findings, as the primary purpose is to refine the interview questions and enhance the 

overall study design. This process involved reviewing the transcription with the 

dissertation committee chairperson, and any insights or feedback would be used to 

improve the clarity and structure of the final interviews. Since this stage focuses on 

improving the methodology rather than gathering data for analysis, the information 

collected did not contribute to the final research conclusions. 

Procedures for Recruitment, Participation, and Data Collection  

Lapid et al. (2019) emphasized that data collection can only commence once the 

IRB has approved a study. In this research, I served as the primary data collector. 

Prospective participants were identified through their responses to an invitation posted on 

social media, where they provided their names, email addresses, and consent to 

participate. The recruitment process involved sharing an invitation email through social 

media platforms such as LinkedIn and Facebook, where I posted in relevant professional 

groups or on my personal profile to reach a broad audience. LinkedIn is ideal for 

connecting with professionals and academic communities, while Facebook allows for 

outreach in specific groups related to my research field. Additionally, I contacted 

individuals within my professional network, including colleagues, mentors, and industry 

professionals, who are familiar with my research area and may either participate or refer 

others. The invitation outlined the study’s purpose, eligibility criteria, and instructions for 

expressing interest, and interested individuals received an informed consent form once 

they responded. I sent the informed consent form to participants once they expressed 
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interest by responding to the invitation email. The invitation email clearly stated the 

purpose of the study and participation requirements, and that responding to the email 

does not obligate them to participate. In the follow-up email, I attached the informed 

consent form, ensuring it aligns with the tone and clarity of the initial invitation. The 

consent form outlined detailed information about the study, including the voluntary 

nature of participation, potential risks, confidentiality measures, and the participant’s 

right to withdraw without any consequences. The communication remained transparent 

and professional and ensured that participants fully understood the nature of the study 

before agreeing to participate. To confirm their participation, participants must respond 

with “I consent,” establishing their agreement to participate in the study. 

The interviews were scheduled with selected participants via email. Once an 

interview date and time are agreed upon, the interviews were conducted as planned. A 

reminder email was sent the day before the interview to minimize delays. The first stage 

of data collection involved semistructured and audio-recorded interviews. The sessions 

began with introductory questions to help participants feel at ease, followed by the 

interview questions outlined in Appendix B. These opening questions were designed to 

establish rapport and ensure participants are comfortable before delving into the more 

detailed aspects of the interview. Participants were informed that the interviews would be 

recorded. They were also encouraged to communicate openly and reminded that they 

could contact me with any follow-up questions or concerns up to 14 days after the 

interview. 
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During the interview process, after the initial interview is completed, participants 

were contacted within a set timeframe (e.g., 48-72 hours) to allow them to discuss any 

additional thoughts or concerns they may have. This follow-up contact was made via 

email or phone call, depending on the participant’s preferred method of communication, 

to ensure they have an opportunity to clarify or add any information they may have 

missed during the interview. I also reminded participants that their feedback is voluntary 

and that they can withdraw or amend their responses before the final data analysis. These 

follow-up sessions were scheduled at a mutually convenient time and were brief, 

ensuring that all steps were documented and consistent with IRB guidelines. I explained 

the confidentiality measures in place to ensure the privacy of the information shared. The 

interview process was designed to be transparent and supportive, ensuring that 

participants feel comfortable sharing their experiences regarding the impact of continual 

training on their job performance in hospital settings. 

I conducted semistructured interviews in the study to collect in-depth qualitative 

data from hospital administrators. The interview protocol included open-ended questions 

to explore the administrators’ perspectives on various aspects of hospital operations, such 

as leadership, decision-making processes, organizational culture, and employee 

management. I ensured that the questions are broad enough to allow for flexibility and 

encourage participants to share their experiences while focusing on key themes relevant 

to the research objectives. Sample questions might include, “How do you approach 

decision-making in high-pressure situations?” or “What are the biggest challenges you 

face in managing hospital staff?” These questions provided a foundation for the 
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discussion while allowing room for follow-up questions based on the participant’s 

responses, ensuring a more dynamic and interactive interview process. 

The interviews were conducted in person or via video conferencing, depending on 

the participants’ availability and preferences, lasting approximately 45 to 50 minutes. I 

ensured a comfortable and confidential setting for participants to encourage openness and 

honesty. During the interviews, I used a recording device, with participants’ consent, to 

capture their responses accurately. Additionally, I took notes to highlight key points and 

observations throughout the conversation. To minimize bias and ensure consistency, I 

adhered to the same interview protocol for all participants, allowing flexibility to explore 

emerging topics during the discussion. Afterward, the recorded interviews were 

transcribed and analyzed thematically to identify key patterns and insights relevant to the 

research questions. 

Data Analysis Plan 

Sundler et al. (2019) highlighted that data analysis in interpretive phenomenology 

involves identifying codes, patterns, and themes that emerge from participants’ 

experiences. This study uncovered themes related to how hospital employees perceive 

their performance in ongoing training. I sought to understand the meaning behind the 

participants’ experiences, focusing on how they interpret the impact of continual training 

on their work. The process involved analyzing the data I collected from the interviews 

and interpreting the participants’ descriptions of their lived experiences related to the 

research topic. I transcribed the interviews verbatim and then analyzed the transcripts 

using NVivo software, which assisted me in identifying themes, patterns, and significant 
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statements. Applying the descriptive coding process outlined by Saldana (2016), I 

assigned initial codes to the data in the first cycle and then refined these codes through a 

second cycle to uncover deeper meanings and relationships between themes. This 

interpretive approach allowed me to understand how participants make sense of their 

experiences and the meanings they attach to their training and performance within the 

hospital context. Throughout this process, I also applied reflexivity to recognize how my 

background and biases may influence the analysis (Finlay, 2002). The goal was to 

construct a rich, detailed interpretation of the participants’ experiences. The final step 

transformed this data into coherent themes reflecting the participants’ perceptions’ 

essence (Sundler et al., 2019). 

Interpretive phenomenology requires a detailed and unbiased interpretation of 

data to accurately capture the essence of participants’ lived experiences without imposing 

the researcher’s preconceived notions or biases. According to Smith et al. (2009), this 

approach ensures that a researcher deeply engages with participants’ perspectives, 

allowing for a more authentic understanding of their experiences while maintaining a 

critical awareness of how the researcher’s background may shape the interpretation. In 

my analysis, I worked to describe participants’ experiences authentically without 

imposing personal biases. The focus was on minimizing generalizations and prioritizing 

the significance of individual experiences (van Manen, 2023). In qualitative research, 

data analysis is how researchers break down and interpret the collected information (van 

Manen, 2023). This study’s data included interview transcripts, notes, and interpretive 

reflections on how employees perceive their training and its influence on their 
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performance (Myers, 2019). I used the interpretive phenomenological method to analyze 

the data, which involves a systematic process to uncover the deeper meanings behind the 

participants’ experiences. 

The initial data analysis began with me becoming familiar with the collected data. 

This step allowed me to immerse myself in the responses and better understand the 

participants’ experiences. I then organized and coded the data, identifying initial 

categories and patterns. The next step involved conducting a thematic analysis to 

discover overarching themes within the data (Castleberry & Nolen, 2018). The thematic 

analysis followed a six-step process, which includes familiarization with the data, initial 

coding, generating themes, reviewing and defining themes, and writing up the findings 

(Kiger & Varpio, 2020). In the familiarization step, I reviewed the data to understand the 

depth of the participants’ responses, and in the coding process, I categorized the 

information into meaningful segments. 

Once the data is organized and coded, I examined the emerging themes more 

closely. The themes were reviewed and refined to ensure they accurately reflect the 

participants’ perceptions of how continual training impacted their performance in the 

hospital setting. The final step of the analysis was to write up the findings, articulating 

the themes and their meanings in a coherent narrative. This process allowed me to 

capture the core of participants’ experiences and offer a comprehensive understanding of 

how hospital employees perceive the relationship between ongoing training and job 

performance. 



102 

 

In the study, I analyzed the interview data using the coding methodology outlined 

by Saldaña et al. (2019), which focuses on a systematic approach to organizing and 

interpreting qualitative data. The first step involved an initial round of open coding, 

where I will carefully review the transcribed interview data and identify meaningful text 

segments relevant to the research questions. These segments could include phrases, 

sentences, or even passages that offer insights into the experiences and perspectives of 

hospital administrators. During this stage, I assigned preliminary codes to these segments, 

allowing the data to be categorized in a way that facilitates further analysis. 

Once the open coding phase is complete, I proceeded to axial coding, which 

involves organizing and linking the initial codes into broader categories or themes. This 

step allowed me to explore how different codes are related and identify patterns or 

connections within the data. The coding stage helped refine the data and make it more 

manageable for deeper analysis. I also was mindful of the need for constant comparison, 

where I compared codes and themes across interviews to ensure consistency and 

relevance. 

Finally, I conducted selective coding, refining the themes and identifying the core 

categories that best represent the central ideas emerging from the data. This step will 

involve synthesizing the themes and organizing them into a coherent narrative that 

addresses the research objectives. I also looked for any outliers or unique perspectives 

that may challenge the dominant themes, as these could provide valuable insights into the 

diversity of experiences among hospital administrators. Throughout the process, I 

ensured that my coding is iterative, revisiting earlier stages to refine the analysis and 
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ensure that the final themes accurately represent the data. I provided a rigorous and 

comprehensive analysis of the interview data by following these detailed coding and 

theme development steps. 

Issues of Trustworthiness 

Credibility 

To ensure the study’s credibility, I ensured that the data collected from 

participants remains authentic and accurate. Following Hipps’ (1993) suggestion, I 

clarified to participants that their involvement is voluntary and emphasized the 

importance of providing truthful and genuine responses. I used thematic analysis to 

examine the collected data to mitigate bias and enhance credibility. This allowed for a 

systematic approach to identify themes and patterns from participants’ responses. 

Organizing, coding, and analyzing the data through thematic analysis (Castleberry & 

Nolen, 2018) increased the study’s validity, which helped ensure its trustworthiness 

(Adler, 2022; Lincoln & Guba, 1985; Noble & Smith, 2015). Additionally, I engaged in 

prolonged engagement with the data, immersing myself in the transcripts and revisiting 

the data multiple times to develop a deep understanding and avoid misinterpretation 

(Lincoln & Guba, 1985). 

In this study, I ensured the trustworthiness of the research by addressing the four 

key criteria: credibility, transferability, dependability, and confirmability. To establish 

credibility, I engaged in member checking by sharing my interpretations and findings 

with participants to confirm that their perspectives are accurately represented. For 

transferability, I provided a detailed description of the study context and participant 
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selection process, allowing others to assess whether the findings apply to similar settings. 

To ensure dependability, I maintained an audit trail by documenting all stages of the 

research process, from data collection to analysis, which allowed for transparency and 

replication. Lastly, to enhance confirmability, I remained reflexive throughout the study, 

acknowledging my potential biases and assumptions and how these might influence the 

research. By implementing these strategies, I worked to ensure that the study’s findings 

are robust, reliable, and reflective of the participants’ experiences. 

Transferability 

Transferability refers to the ability of a study’s findings to be applied or extended 

to other contexts or populations (Maxwell, 2021). In qualitative research, this concept is 

similar to generalization, as it involves determining whether the findings can be relevant 

in different settings. This study ensured transferability by providing a detailed and robust 

description of the participants, methodology, and results (Ravitch & Carl, 2016). The 

findings from this study may apply to similar contexts. However, it is ultimately up to the 

readers to assess whether the results are transferable to other settings or populations 

(Maxwell, 2021). Although qualitative research is context-specific, this study provided 

detailed, thick descriptions of the hospital administrators’ experiences, allowing readers 

to determine how the findings can be applied to other settings or populations (Maxwell, 

2021). The detailed description of the hospital context, participants, and their training 

experiences enabled future researchers to assess the transferability of the results of this 

study to different healthcare environments or administrative settings (Ravitch & Carl, 

2016). 
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Dependability 

Dependability refers to the consistency and stability of the research process 

(Carcary, 2020), which was ensured through thorough documentation of this study’s 

procedures. To enhance dependability, I maintained an audit trail throughout the research, 

documenting each step of the data collection and analysis process (Carcary, 2020). The 

process was systematic, and the steps followed in the research were clearly outlined. By 

adhering to the guidelines and requirements of Walden University, I ensured that the 

study maintains its dependability and that future researchers can trace the procedures for 

validation. 

A clear and detailed audit trail was maintained to establish the dependability of 

this study. This included documenting all decisions made during the research process, 

from data collection to analysis, ensuring the steps are traceable and replicable. This 

transparency allowed future researchers to follow the same process and determine 

whether similar results could be achieved under identical conditions (Carcary, 2020). A 

peer review process was also used, where colleagues or experts in the field will review 

the methodology and findings to ensure consistency and rigor. 

Confirmability 

Confirmability relates to the extent to which other researchers can verify the 

findings of a study (Maxwell, 2021). I ensured confirmability in this study by 

maintaining a detailed audit trail and keeping a reflective journal throughout the data 

collection and analysis phases (Maxwell, 2021). This process helped me to minimize 

personal biases and ensure that the findings are solely derived from the data. Throughout 
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the study, I rechecked the collected data and performed coding to identify themes, 

ensuring that the analysis is consistent, accurate, and free from subjective influence 

(Nassaji, 2020). This process helped guarantee that the results are objective and 

confirmable. To ensure confirmability, triangulation was employed. While the primary 

data source was the semistructured interviews, other relevant documents, such as training 

program materials or organizational reports, may be reviewed to provide further context 

and corroborate participants’ accounts (Nassaji, 2020). Additionally, I kept a reflective 

journal to document my personal thoughts, biases, and decision-making throughout the 

research process, ensuring that findings emerge from the data rather than from my 

preconceptions. 

Ethical Procedures 

To protect participants’ privacy and maintain confidentiality, I assigned a unique 

participant number (P1, P2, etc.) to each individual involved in the study. I remained 

attentive to the participants during the interviews, paying attention to their verbal and 

nonverbal cues to ensure a respectful and comfortable interview process. I complied with 

Walden University’s ethical guidelines and obtained IRB approval before beginning data 

collection. Each participant was fully informed about the purpose of the study, their role, 

and the potential risks and benefits of their participation. Participants were also advised 

that they can withdraw from the study without penalty. Participants’ real names were not 

used to ensure confidentiality further, and all identifying information were kept secure 

(Feijoo et al., 2024). The interview data were stored on a password-protected and 
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encrypted flash drive and kept in a safe location for 5 years, after which it will be 

destroyed in accordance with ethical guidelines. 

In this study, I adhered to strict ethical considerations to ensure the protection and 

rights of all participants. Informed consent was obtained from each participant before 

data collection began, ensuring they fully understood the study’s purpose, procedures, 

and potential risks. I also emphasized their right to withdraw from the study without 

penalty. Confidentiality was maintained by assigning pseudonyms to all participants and 

securely storing interview data to prevent unauthorized access. Additionally, I took 

measures to safeguard data security by using encrypted digital files and password-

protected systems to store and analyze the data. Throughout the research process, I 

followed ethical guidelines to ensure that participants’ privacy is respected and that their 

data is handled with the utmost care and integrity. 

In this study, I engaged in reflexivity by critically examining my potential biases 

and assumptions, mainly due to my background in human resources. My experiences and 

knowledge in HR influence how I interpreted data, especially regarding organizational 

behavior, leadership, and staff dynamics. To address this, I consciously acknowledged 

my biases throughout the research process and took steps to minimize their impact, such 

as actively seeking diverse perspectives and regularly revisiting my findings to ensure 

they reflect the participants’ views rather than my preconceived notions. Additionally, I 

maintained transparency by documenting my thoughts and reflections in a research 

journal. This allowed me to remain self-aware and accountable, ultimately ensuring a 

more objective and trustworthy study. 
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Summary 

Chapter 3 reviewed qualitative interpretive phenomenology and the rationale for 

the approach’s appropriateness. In addition, the role of the researcher was included. Also, 

I provided the recruitment logic of participants, data saturation, rights and sample size, 

the criteria used for purposive sampling, and the location in which this study occurred. 

Chapter 3 also included the interview and observation protocols and NVivo 10 in the 

data’s thematic analysis. In addition, Chapter 3 included the rationale for the study’s 

trustworthiness. Chapter 4 presents the research findings and data.  
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Chapter 4: Results 

Introduction 

The purpose of this qualitative interpretive phenomenological study was to 

explore how employees perceive their performance based on the continual training that 

they receive in hospitals. This study focused on understanding how continuous training 

programs in hospitals influence employees’ perceptions of their performance. The 

research question was: How do employees perceive their performance based on 

continuous training in hospitals? I used purposeful sampling to collect data through 

interviews with 9 participants, and saturation was reached after the ninth interview, as no 

new themes emerged. Using thematic analysis based on interpretive phenomenology, I 

extracted participants’ experiences. Chapter 4 includes research demographics, data 

collection and analysis procedures, trustworthiness of data, and study results. 

Pilot Study 

A pilot study was conducted before the main research to address potential 

interview challenges and minimize interaction biases. A hospital administrator in 

Lebanon, whose professional background aligned with the target population, was 

recruited through professional contacts. An invitation email and the consent form were 

sent in advance, and participation was confirmed upon receiving written consent. The 

pilot interview was conducted via Zoom using an unstructured interview format. This 

allowed for flexibility in exploring the participants’ perceptions while providing logistical 

and feasibility insights. The pilot included practice interviews to refine the interview 

process and ensure clarity of questions. 
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After the interview, the data underwent a post-interview coding process to 

organize and analyze the responses. Additionally, the pilot study helped determine the 

appropriate duration for each interview, enabling accurate time estimations in the study’s 

consent form. The findings from the pilot study were not reported in the final research, as 

its primary purpose was to improve interview logistics and enhance data collection 

procedures. After the interview, the data underwent a post-interview coding process to 

organize and analyze the responses. 

Setting 

This study focused on hospital settings where purposeful sampling was used to 

recruit nine hospital administrators who play key roles in employee training and 

performance evaluation. Participants were selected based on their direct involvement in 

overseeing continuous training programs, monitoring employee performance, ensuring 

compliance with organizational policies, and reporting significant issues to hospital 

management for corrective actions. The selection criteria ensured that only administrators 

with relevant experience and responsibilities contributed to the study. 

All interviews were conducted online via Zoom in quiet, private locations chosen 

by the participants to maintain confidentiality and reduce distractions. This virtual format 

provided flexibility for participants and facilitated access across multiple hospital settings 

without requiring physical presence. Data collection proceeded until saturation was 

reached after the ninth interview, indicating sufficient depth and breadth of information 

had been gathered. 
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Demographics 

I invited nine hospital administrators to participate in the study. All invited 

participants accepted the invitation and were subsequently interviewed. No additional 

participants were recruited, as data saturation was reached following these interviews. 

Unlike the earlier phase of the study, the hospital administrators did not recommend any 

additional participants. All nine administrators held managerial and C-suite positions 

within their respective institutions, reflecting substantial leadership responsibilities. To 

ensure confidentiality, participants were only asked to provide their years of professional 

experience. They were assigned numerical identifiers (P1 to P9) for reporting purposes 

(see Table 1). 

Table 1 

Participant Demographics 

Participants Level Experience 
P1 C-suit 2 years 
P2 Manager 2 years 
P3 Manager 3 years 
P4 Manager 2 years 
P5 C-suit 18 years 
P6 Manager 2 years 
P7 Manager 1 year 
P8 Senior Manager 3 years 
P9 C-suit 11 years 
 

Data Collection 

I collected data from nine hospital administrators who met the inclusion criteria 

for this case study. To qualify, participants had to be at least 18 years old, have had at 

least 1 year of professional experience in hospital administration, and have participated in 
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relevant training sessions within their organization. All participants held managerial or C-

suite roles and were recruited based on purposeful sampling. After initial contact, they 

received formal invitations to participate, followed by informed consent forms submitted 

via email (Appendix A). Eligibility was confirmed before scheduling interviews. 

Data had been collected through virtual, unstructured Zoom interviews, with IRB 

approval. Each interview began with a brief introduction to the study and an expression 

of appreciation for the participant’s time. Interviews were scheduled before or after 

standard working hours to minimize interruptions, and participants were generally 

flexible due to their senior roles. One interview required rescheduling due to a conflicting 

meeting. 

Interviews had been audio-recorded using the Zoom application with participants’ 

consent. I followed the interview protocol and guiding questions outlined in Appendix B. 

I used follow-up and probing questions to enrich the data, which encouraged participants 

to elaborate on their experiences and perspectives. Field notes were taken to document 

nonverbal cues—such as pauses, sighs, and vocalizations—and I also recorded reflective 

observations immediately following each interview. 

Each session lasted an average of 30 minutes. Transcriptions were generated 

using Microsoft Office 365, reviewed alongside the original recordings to ensure 

accuracy, and saved as an Excel document. I edited transcripts to correct errors caused by 

speech clarity or accent and inserted reflective comments where appropriate. Final 

transcripts were uploaded into NVivo 14 for Windows to support data organization and 

analysis. 
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Data Analysis 

Immediately upon completing each interview, I used Microsoft Office 365 to 

transcribe the audio recordings. However, due to the presence of Lebanese accents, the 

transcripts required cleaning to ensure clarity and accuracy. This cleaning process 

involved a meticulous line-by-line comparison between the transcripts and the original 

audio recordings to correct any misinterpretations or transcription errors. After 

transcription, I carefully reviewed the interview data to identify emerging patterns, 

focusing on both similarities and differences across participants’ responses. Particular 

attention was given to identifying responses that reflected challenges or lack of success, 

as well as those that offered distinctive insights into the phenomenon under investigation. 

After conducting nine unstructured interviews with hospital administrators from 

hospitals in Lebanon, I transcribed each interview verbatim and cleaned the data for 

clarity and accuracy. While transcripts were not returned to participants for member 

checking, careful attention was given to preserving the intent and meaning of their 

responses during transcription and analysis. 

To begin the analysis, I had thoroughly reviewed the transcripts over 2 days to 

familiarize myself with the content. I then uploaded the interview data into NVivo 14, a 

qualitative data analysis software, which allowed for systematic coding, organization, and 

theme development. 

In NVivo, I created a new project and imported all nine transcripts. I manually 

coded significant statements and responses, labeling them with descriptive codes that 

captured recurring ideas and meaningful patterns. These initial codes were then exported 
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to an Excel spreadsheet, where I grouped similar codes into five main categories. Each 

category was examined to develop overarching themes that reflected hospital 

administrators’ perceptions of employee performance as influenced by continuous 

training. 

The data analysis resulted in ten major themes that reflected hospital 

administrators’ perceptions of employee performance regarding continuous training. 

These themes were interpreted through the lens of the study’s conceptual framework, 

which incorporated social learning theory (Devi et al., 2022; Firmansyah & Saepuloh, 

2022), organizational learning theory (Berta et al., 2015), and institutional theory 

(Kauppi, 2022; Rezali et al., 2021). Together, these theories provided a multidimensional 

understanding of how continuous training influences employee performance within 

hospital settings. 
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Table 2 

Themes and Codes From Participants’ Responses 

Themes Codes 
1. Training 
satisfaction and 
perceived impact 

General satisfaction, positive outcome of training, perceived training 
effectiveness, positive training outcomes, unclear impact of training, real-life 
training application, positive impact & demand for more, learning transfer to 
practice, areas for improvement 

2. Professional 
growth & skill 
advancement 

Professional development, practical competencies, competence improvement, 
practical skill development, critical skill development, specialized skill 
development, preparing for expanded roles, staff development, routine 
professional development, goal achievement through training 

3. Organizational 
culture, support, and 
alignment 

Organizational context, responsive leadership, organizational responsibility, 
strategic alignment, organizational commitment, organizational alignment, 
institutional support, organizational culture encourages learning, organizational 
consistency, positive workplace culture 

4. Accessible & 
supportive learning 
environments 

Supportive learning environment, training is highly accessible and flexible, 
accessibility of quality training, regular and accessible learning, continuous 
support system, early training intervention, infrastructure support 

5. Training design, 
delivery, and 
relevance 

Structured training program, structured training approach, format suggestions, 
evolving content, training relevance to job nature, personalization in training, 
measuring training effectiveness, effective learning strategies, quality inputs 
improve training, benchmarking training standards, emphasis on continuity and 
experience, importance of structured training, blended learning approach 

6. Training barriers 
and systemic 
challenges 

Resource & capacity barriers, logistical/timing barriers to training, system 
barriers, organizational challenges, challenges of inadequate training, culture of 
overtraining, misaligned content, misalignment between training and job needs, 
capacity and focus issues, barriers to success, lack of recognition and 
encouragement, ineffective training programs 

7. Emotional 
intelligence, mental 
health & 
interpersonal Skills 

Emotional intelligence in care, emotional and interpersonal competencies are 
critical in support roles, impact on mental health and confidence, coping & 
crisis management, conflict resolution training is most useful in high-stress 
environments, mental health integration 

8. Patient safety, 
emergency response 
& care quality 

Patient-centered care, patient safety & quality, quality & safety improvement, 
improving emergency response training, emergency response & adaptability, 
essential safety & communication skills, real-world training challenges 

9. Engagement and 
internal motivation 

Learner engagement, motivation through feedback, feedback impact is linked to 
personal interest in improvement, employees find purpose and motivation in 
their roles, commitment to patient care, most learning is experiential and 
influenced by individual interest, training and feedback effectiveness depend on 
personal interest, lack of interest reduces perceived value and learning, 
mandatory trainings are seen as a requirement, not a resource 

10. Peer, 
interdisciplinary & 
operational learning 

Interdepartmental learning, operational knowledge & peer support, problem-
solving support, multidisciplinary understanding, structured workflow, 
leadership initiatives, trainer commitment, trainer creativity and engagement, 
role differentiation in training 
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The data analysis technique employed for this study was pattern matching, as Yin 

(2018) described. Pattern matching involved comparing empirically observed patterns 

from the data with predicted patterns established before data collection (Yin, 2014). 

Using this approach, I systematically generated themes from the transcribed interview 

data and compared them to anticipated themes, allowing for the identification of 

consistencies and variances. This analytical process supported a structured understanding 

of how hospital administrators perceive the impact of continuous training on employee 

performance. 

The initial codes evolved through several iterations as I continuously reviewed 

and interpreted the data. Once the general codes were developed, I applied pattern-

matching logic to finalize the emerging themes, which served as the basis for addressing 

the research question. The inductive interpretation of these patterns helped derive 

meaningful findings and inform practical recommendations. 

The process was supported by NVivo 14 software, which enabled organized 

coding, theme development, and trend identification. After conducting nine interviews 

with hospital administrators, data saturation was achieved, as no new information 

emerged. As a result, no additional interviews were necessary. The final analysis yielded 

10 major themes, each aligned with the conceptual framework of social learning theory, 

organizational learning theory, and institutional theory:  

• Theme 1: Satisfaction with training and perceived impact on practice 

• Theme 2: Professional development and skill enhancement 

• Theme 3: Organizational culture, support, and strategic alignment 
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• Theme 4: Effectiveness of training design, delivery, and relevance 

• Theme 5: Accessibility and supportiveness of the learning environment 

• Theme 6: Systemic and logistical barriers to training implementation 

• Theme 7: Emotional intelligence and support for mental well-being 

• Theme 8: Training for patient safety and emergency readiness 

• Theme 9: Staff engagement and internal motivation to learn 

• Theme 10: Peer learning, interdisciplinary collaboration, and operational 

knowledge sharing 

Evidence of Trustworthiness 

Yin (2009) identified four essential criteria for establishing the trustworthiness of 

qualitative research: credibility, transferability, dependability, and confirmability. In the 

preceding chapter, I detailed the methodological strategies employed to address potential 

limitations and enhance the rigor of this study, which investigated hospital 

administrators’ perceptions of employee performance and continuous training within 

Lebanese healthcare settings. 

This section of Chapter 4 further elaborates on the study’s trustworthiness through 

these four criteria. The findings aimed to contribute to the discourse on staff 

development, organizational learning, and performance improvement in Lebanese 

hospitals, thereby reinforcing the study’s validity and practical relevance. 

To ensure reliability and validity, data collection was comprehensive and 

systematic. Although participants were not provided with transcripts for review, rigorous 

measures were taken to ensure accurate transcription and faithful representation of their 
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perspectives. Data saturation was achieved after conducting ten interviews, as no new 

information or themes emerged, thus affirming the completeness and depth of the data. 

Ensuring dependability involved detailed documentation of the research process 

and consistent application of the chosen data analysis technique—pattern matching—to 

reduce bias and enhance transparency. Confirmability was addressed by maintaining an 

audit trail and reflexive journaling throughout the study to minimize the influence of 

researcher subjectivity. 

By rigorously attending to these criteria, the study upheld the integrity and 

trustworthiness necessary for meaningful contributions to knowledge on continuous 

training and employee performance in the Lebanese hospital context. 

Credibility 

Credibility refers to the extent to which the research findings accurately 

represented the participants’ perceptions and lived experiences. It reflected the 

confidence that other researchers could place in the accuracy and thoroughness with 

which the original researcher had analyzed the collected data (Castleberry & Nolen, 

2018). In qualitative research, credibility hinged primarily on the robustness of data 

collection and analysis rather than solely on procedural adherence (Noble & Smith, 

2015). To enhance credibility in this study, I had employed multiple data sources and 

rigorous data verification strategies. Transcripts had been carefully cross-checked against 

audio recordings to ensure transcription accuracy prior to analysis. Furthermore, data 

collection and analysis had been conducted following a detailed and consistent protocol 
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aligned with the research objectives and design, fostering an accurate and comprehensive 

understanding of the phenomenon under investigation. 

Transferability 

Transferability pertains to the applicability of the study’s findings beyond the 

immediate research context to other settings, populations, or environments (Maxwell, 

2021). It addressed the degree to which insights gleaned from this study could inform 

practice, policy, and future research in comparable contexts (Ravitch & Carl, 2016). To 

facilitate transferability, I maintained methodological rigor by strictly adhering to 

standardized interview protocols and data collection procedures for all participants. The 

research processes were transparently documented, providing a clear framework for 

future researchers to assess the relevance and adaptability of these findings in different 

healthcare settings. Additionally, the presentation of rich, detailed descriptions supported 

by verbatim participant quotations enabled readers to contextualize and evaluate the 

applicability of the results. 

Dependability 

Dependability concerns the consistency and stability of the research findings over 

time and across varying conditions, reflecting the study’s reliability (Carcary, 2020). It 

required that the research process be logical, traceable, and documented to allow 

replication or extension in similar contexts (Carcary, 2020). To ensure dependability, the 

entire research process—from design through data collection and analysis—was 

meticulously documented. Although member checking was not conducted, dependability 

was supported through rigorous data management, detailed audit trails, and systematic 
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application of pattern-matching analytical techniques. These measures collectively 

reduced potential bias and reinforced the reliability of the study’s conclusions. 

Confirmability 

Confirmability referred to the degree to which the findings were shaped by the 

participants’ responses and data rather than researcher bias, ensuring objectivity and 

neutrality in the research process (Maxwell, 2021). Achieving confirmability involved 

demonstrating that interpretations and conclusions were firmly grounded in the collected 

data and that the study could be replicated with similar results by other researchers 

(Lincoln & Guba, 1989). To promote confirmability, I transparently reported potential 

limitations and biases, adhered strictly to the study protocol, and maintained reflexivity 

throughout the recruitment, data collection, and analysis phases. Care was taken to 

remain neutral and objective, minimizing the influence of preconceived notions or 

external factors on the findings. 

Results 

The findings of the research question were summarized. I organized the study 

results section by themes. The themes generated were deduced from reviewing the 

transcripts’ analysis. The findings were reflected throughout the results, providing richer 

details and a sound basis for validating the themes. The themes were relevant to the 

study’s purpose and directly related to the research question. 

The research question was: How do employees perceive their performance based 

on continuous training in hospitals? I analyzed each response carefully with conscious 

self-reflection. I adopted a reflexivity attitude in turning written data into findings and 
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conclusions to ensure that the results from the data were not a researcher’s predisposition. 

The 10 themes generated from participants’ responses are summarized below. 

Theme 1: Training Satisfaction and Perceived Impact 

Across all interviews, participants expressed varying degrees of satisfaction with 

training initiatives. Several interviewees described training as beneficial, particularly 

when aligned with real-life applications. Respondents appreciated structured programs 

that offered hands-on experience and contextual relevance. P3 said, “Training helped me 

improve... I apply them in real life situations and make a difference for patients.” 

However, some expressed ambiguity regarding the measurable impact of certain training, 

P6 said, “Some trainings can be improved... sometimes they are irrelevant or lack a clear 

schedule.” Overall, the perceived impact of training was closely tied to its delivery, 

relevance, and opportunity for practical application. 

Theme 2: Professional Growth and Skill Advancement 

Participants emphasized the role of training in enhancing both clinical and soft 

skills, including communication, conflict resolution, and emergency response. Many 

acknowledged that ongoing education contributed to confidence, job preparedness, and 

career development. P7 said, “I learned new skills such as CPR... now I can handle 

emergency situations better.” Some noted that growth was not solely dependent on the 

training content but also on their personal motivation and interest. P5 shared, “It depends 

on the employee... training is as effective as the effort you put into it.”  
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Theme 3: Organizational Culture, Support, and Alignment 

A recurring theme was the strong alignment between training programs and the 

organizational commitment to continuous improvement. Several participants noted a 

culture that values employee development, where leadership encourages participation in 

training and provides necessary resources. P2 said, “Our organization supports us with 

regular training... we feel encouraged and better prepared.” In contrast, a few 

interviewees indicated a lack of feedback or recognition at lower staff levels, which 

sometimes affected morale. For example, P9 said, “Positive feedback is mostly for higher 

staff... nurses like us don’t get much encouragement.”  

Theme 4: Training Design, Delivery, and Relevance 

Participants frequently highlighted the importance of structured and relevant 

training content. Effective training was described as scenario-based, aligned with job 

roles, and regularly updated to reflect evolving clinical needs. P4 said, “The best training 

includes real-life cases and simulations... we can apply it immediately.” Several 

participants advocated for personalized training approaches and better trainer 

engagement. P8 said, “Trainers should be creative and interactive... it helps avoid 

boredom and increases retention.”  

Theme 5: Accessible and Supportive Learning Environments 

Accessibility was widely praised, with most participants stating that training 

materials were available online or through internal hospital platforms. However, barriers 

such as scheduling conflicts and platform limitations were also mentioned. P1 shared, 

“Trainings are easy to access... but sometimes the timing interferes with our work 
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schedule.” P5 said, “After completing the training, it’s not easy to go back and review the 

content.” Supportive learning environments—including peer guidance and supervisor 

feedback—were essential for facilitating effective learning transfer. 

Theme 6: Systemic and Logistical Training Barriers 

Participants identified multiple systemic challenges that hindered training 

effectiveness, including overtraining, limited trainer expertise, and resource constraints. 

P9 said, “Sometimes there’s a culture of too much training... it feels like a checklist rather 

than a learning experience.” Some also noted a lack of feedback loops and assessment 

tools to evaluate training effectiveness. P6 explained, “We don’t know if it’s working... 

there should be before-and-after assessments to compare outcomes.”  

Theme 7: Emotional Intelligence and Mental Health Support 

Training on emotional intelligence and stress management emerged as a priority, 

particularly in high-pressure units such as ICU and pediatrics. Participants emphasized 

the need for mental health support and coping strategies. P8 said, “Training helped me 

manage stress and burnout... it changed how I approached my job.”  

Theme 8: Patient Safety and Emergency Preparedness 

Training programs focused on patient safety and emergency response were 

frequently cited as critical. These included life support, infection control, and rapid 

response techniques. P7 shared, “During COVID, training was crucial... we had to adapt 

quickly to new protocols.” P4 said, “Emergency training helped save a child’s life... 

that’s when I realized how important it was.”  
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Theme 9: Engagement and Internal Motivation 

Employee engagement and personal motivation significantly influenced training 

outcomes. Participants suggested that when training resonated with personal and 

professional goals, its impact was more profound. P5 stated, “People do better when they 

care about what they’re learning... interest makes the difference.” Mandatory training 

without clear relevance was perceived as less effective. P6 said, “Some employees see 

training as an obligation, not an opportunity... and that affects the outcome.”  

Theme 10: Peer, Interdisciplinary, and Operational Learning 

Learning from peers and across departments enhanced both technical and 

organizational competencies. Many participants appreciated cross-functional exposure 

and interdisciplinary collaboration. P3 said, “I learned a lot from other departments... it 

helped me understand how our roles connect.” The interviews illuminated a 

comprehensive landscape of training experiences, underscoring both successes and areas 

needing improvement. Training is most effective when it is contextually relevant, 

consistently supported by leadership, personalized to the learner, and embedded in a 

culture of feedback and continuous improvement. The alignment between individual 

learning needs and organizational objectives is critical to optimizing the impact of 

training programs. 

The five overarching themes previously derived from document review and 

interview data—(a) graduate employability challenges, (b) competency development, (c) 

upskilling, (d) stakeholder value creation, and (e) performance enhancement tools—
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remain consistent with the themes that emerged from the interviews, affirming the 

internal validity of the findings through pattern matching. 

The next section of the dissertation will present the findings and discussion in 

relation to the conceptual framework and literature, emphasizing how training programs 

in healthcare institutions contribute to graduate employability and workforce readiness. 

Summary 

The study had adopted a qualitative phenomenological design, using unstructured 

interviews as the primary data source. Nine hospital administrators—including 

department heads and executive-level staff—were purposefully selected based on their 

oversight of staff development and organizational performance. Unstructured interviews 

provided the flexibility to explore each administrator’s perspective in depth, encouraging 

the emergence of detailed narratives about the role of continuous training in healthcare 

settings. To ensure data credibility, the study applied triangulation through multiple 

participants across institutions and achieved data saturation by the ninth interview. No 

new information emerged beyond that point, confirming the sufficiency of the sample. 

Although no secondary sources were used, the richness and diversity of administrative 

perspectives enhanced the study’s trustworthiness. The data were analyzed using Yin’s 

(2018) pattern-matching technique, which involved comparing emerging themes with 

theoretical expectations and existing frameworks. NVivo 14 software was used to 

systematically manage, code, and classify interview data. Chapter 5 offers the results of 

the study, its implications, and recommendations for further research.  
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Chapter 5: Discussion, Conclusions, and Recommendations 

Introduction 

The purpose of this qualitative phenomenological study was to explore how 

employees perceive their performance based on continuous training in hospitals in 

Lebanon. The research was driven by the growing need for ongoing professional 

development in healthcare settings, where rapid advancements in medical knowledge and 

practices demand that employees consistently update their skills. By focusing on lived 

experiences, the study aimed to uncover the nuanced perceptions of hospital staff 

regarding the effectiveness, applicability, and outcomes of their training experiences. 

The findings revealed a general sense of satisfaction with training programs, with 

many participants reporting positive outcomes and improvements in practical 

competencies. Staff highlighted the transfer of learning into real-life clinical settings and 

expressed a strong demand for more structured and relevant training. Professional 

growth, skill enhancement, and preparation for expanded roles were central themes, 

suggesting that continuous training contributes meaningfully to individual and 

organizational development. 

The organizational context emerged as a critical factor, with themes of 

institutional support, leadership responsiveness, and a learning-oriented culture shaping 

training effectiveness. Accessibility and structure were also key; employees emphasized 

the importance of flexible, personalized, and job-aligned programs. A supportive learning 

environment—backed by consistent resources and early intervention—was associated 

with increased motivation and engagement. 
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However, several barriers were identified, including logistical issues, misaligned 

content, lack of recognition, and emotional stress. Emotional intelligence and patient-

centered care training were essential, especially in high-stress environments. Finally, 

learner engagement was found to hinge mainly on intrinsic motivation and feedback, 

while interdepartmental learning and leadership initiatives fostered broader 

organizational benefits. These insights underscore the need for a strategic, learner-

focused approach to training in healthcare settings. This chapter outlines the study’s 

limitations, the implications for positive social change, the recommendations for future 

research, and the conclusion. This chapter outlines the study’s limitations, the 

implications for positive social change, the recommendations for future 

research, and the conclusion. 

Interpretation of the Findings 

To understand employees’ perceptions of their performance based on continuous 

training in hospitals in Lebanon, the conceptual framework grounded in social learning 

theory (Devi et al., 2022; Firmansyah & Saepuloh, 2022), organizational learning theory 

(Berta et al., 2015), and institutional theory (Kauppi, 2022; Rezali et al., 2021). This 

study followed an interpretive phenomenological design, suspending my personal biases 

and interpretations to authentically capture the lived experiences of the nine hospital 

administrators interviewed, suspending judgements, allowing participants’ voices to 

guide the emergence of themes that reveal meaning and essence related to their 

perceptions of continuous training and its impact on performance (see Moustakas, 1994). 
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Training Satisfaction and Perceived Impact 

The findings of this study confirmed and extended previous research on 

continuous training and employee performance within hospital settings (Mansour et al., 

2022; Sellar, 2022; Sesen & Ertan, 2022). Participants reported satisfaction with training 

programs aligned with social learning theory (Devi et al., 2022), particularly the 

importance of observational learning. Similar to Devi et al. (2022), this study found that 

employees valued opportunities to observe experienced practitioners demonstrating best 

practices, which enhanced their engagement and comprehension. This supported prior 

literature emphasizing the role of vicarious learning in facilitating the practical 

application of new skills (Firmansyah & Saepuloh, 2022). The use of real-life scenarios 

and simulations during training sessions, highlighted by participants as particularly 

effective, reinforced findings from organizational learning theory (Berta et al., 2015), 

which advocated for experiential learning tailored to workplace realities. 

Moreover, the data extended existing knowledge by emphasizing the critical role 

of training relevance and practicality in fostering employee satisfaction and motivation. 

This echoed earlier studies that linked tailored, context-specific training content to 

enhanced self-efficacy and job performance (Devi et al., 2022). However, the findings 

also indicated that when training was perceived as generic or disconnected from day-to-

day challenges, satisfaction declined, suggesting that some programs fell short in meeting 

employees’ needs, a nuance that added depth to institutional theory’s call for alignment 

between organizational practices and workforce expectations (Kauppi, 2022; Rezali et al., 

2021). Overall, these results underscored the necessity for ongoing evaluation and 
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customization of training initiatives to maintain effectiveness and contribute to sustained 

professional development and organizational success. 

Professional Growth and Skill Advancement 

The participants confirmed and extended knowledge on continuous training as a 

fundamental catalyst for their professional growth and skill advancement, underscoring 

its pivotal role in fostering individual competency and career development within the 

hospital context, as mentioned in Chapter 2 (Jedličková et al., 2022; Rajasinghe, 2020). 

Drawing upon organizational learning theory (Berta et al., 2015), many participants 

highlighted how structured training programs served not only as a vehicle for acquiring 

technical skills but also as a mechanism for broader professional development, including 

critical thinking, decision-making, and leadership capabilities. This finding confirmed 

prior research emphasizing the multifaceted benefits of continuous learning in healthcare 

settings. 

Several interviewees reflected on the transformative nature of continuous training, 

describing how ongoing education enabled them to keep pace with rapidly evolving 

medical technologies, clinical protocols, and administrative procedures. This continual 

knowledge acquisition was framed as essential for maintaining professional relevance 

and adaptability in a dynamic healthcare environment, thereby extending the literature by 

emphasizing the role of training in sustaining workforce agility amid rapid change. One 

participant articulated that the cumulative effect of training sessions enhanced her 

confidence and competence, positively influencing her ability to navigate complex 

clinical situations and administrative responsibilities. 
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Moreover, continuous training fostered a sense of self-efficacy among employees, 

empowering them to take greater ownership of their professional trajectories. This 

finding aligned with Bandura’s concept of self-efficacy within social learning theory, 

which posits that mastery experiences gained through learning activities strengthen 

individuals’ beliefs in their capabilities (Devi et al., 2022). Participants expressed that 

successfully applying newly learned skills reinforced their confidence, motivating them 

to pursue additional training opportunities and professional certifications. This cyclical 

relationship between learning and empowerment supported existing knowledge on 

motivation and career development. 

Several participants emphasized that continuous training created pathways for 

formal career progression within hospital hierarchies. They described how skill 

acquisition through training translated into promotion eligibility, expanded job 

responsibilities, and supervisor recognition. This supported organizational learning 

theory’s assertion that learning initiatives align individual competencies with institutional 

goals, facilitating career mobility and succession planning (Berta et al., 2015). 

Participants perceived that their hospitals’ investment in continuous training signaled 

organizational support for professional growth, reinforcing a reciprocal relationship 

between employee development and institutional capacity building. 

However, some participants acknowledged systemic challenges that moderated 

the impact of training on career advancement, such as limited opportunities for upward 

mobility and insufficient alignment between training content and actual job roles. These 

nuances suggested that while continuous training served as a critical enabler of 
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professional growth, its effectiveness depended on the broader organizational context, 

including transparent promotion policies and meaningful integration of learned skills into 

practice. This finding provided a more nuanced understanding that extended institutional 

theory perspectives on the interaction between individual learning and organizational 

structures (Kauppi, 2022; Rezali et al., 2021). 

Organizational Culture, Support, and Alignment 

The findings from this study underscored the pivotal role that organizational 

culture and support systems played in shaping employees’ perceptions of the 

effectiveness of continuous training programs (De Oliveira, 2023; Nimran et al., 2024). 

Participants frequently emphasized that when the values and goals of their hospitals were 

reflected in the training content, their engagement levels increased markedly. This 

alignment created a sense of purpose and relevance, fostering stronger connections 

between individual learning experiences and broader institutional objectives. Institutional 

theory (Kauppi, 2022) helped explain these dynamics by illustrating how organizational 

norms, rules, and practices served as powerful frameworks influencing not only the 

availability of learning opportunities but also how employees perceived and used them. 

When training programs were congruent with the hospital’s mission and strategic 

priorities, participants felt more confident that the knowledge and skills they acquired 

would be meaningful and applicable, which motivated them to invest greater effort in 

learning and implementation. 

Furthermore, robust support systems and leadership endorsement emerged as 

critical factors enhancing the translation of training into improved workplace 
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performance. Participants who reported feeling supported by supervisors and witnessed a 

culture that actively encouraged continuous learning described higher motivation and a 

greater willingness to integrate new skills into their routine practice. Leadership support 

manifested in various ways, including providing protected time for training, recognizing 

learning achievements, and facilitating open communication channels for feedback. Such 

an environment reinforced the importance of ongoing professional development and 

contributed to a psychologically safe space where employees could experiment with new 

approaches without fear of negative repercussions. Conversely, where organizational 

support was lacking or misaligned, participants experienced challenges applying training 

content effectively, leading to decreased motivation and perceived value of learning 

interventions. These findings confirmed institutional theory’s emphasis on the influence 

of organizational context on learning behaviors and extended knowledge by highlighting 

specific leadership practices that foster or hinder training effectiveness. Overall, the 

results suggested that successful training initiatives depended not only on content and 

delivery but also on the organizational environment that nurtured and sustained 

continuous learning. 

Accessible and Supportive Learning Environments 

Participants in this study consistently emphasized that the accessibility and 

inclusivity of learning environments were fundamental to their engagement with 

continuous training programs, as described by researchers in the literature in Chapter 2 

(Aoun & Tajvar, 2024; Dahham et al., 2023). Many described how rigid scheduling, 

location constraints, and limited technological resources posed significant participation 
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barriers, echoing institutional theory findings that highlighted how systemic constraints 

could impede organizational learning (Rezali et al., 2021). When training was difficult to 

access due to time conflicts with demanding work schedules or was delivered in formats 

that did not accommodate varying learning preferences, employees reported decreased 

motivation and limited uptake. This confirmed prior research on the importance of 

flexible and adaptive training design to meet diverse workforce needs. The findings 

extended existing knowledge by suggesting specific solutions, such as asynchronous e-

learning, blended learning models, or modular sessions, which allowed employees to 

engage at their own pace without compromising patient care responsibilities. 

Moreover, creating supportive learning environments characterized by peer 

encouragement and psychological safety emerged as a critical enabler of effective 

knowledge acquisition and skill development. Participants expressed appreciation for 

settings where they felt comfortable asking questions, sharing experiences, and practicing 

new competencies without fear of judgment or failure. These safe spaces nurtured 

collaboration and reinforced the social learning processes described in social learning 

theory (Devi et al., 2022), where observation, imitation, and modeling were essential to 

learning. Peer support networks and mentorship opportunities were particularly valued, as 

they facilitated ongoing dialogue and practical application beyond formal training 

sessions. This communal learning atmosphere boosted individual confidence and 

improved job performance, as employees felt better equipped to translate training content 

into everyday clinical practice. Together, these findings confirmed the role of social 
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learning theory in workplace learning and extended understanding by emphasizing the 

importance of psychological safety and peer support in enhancing training effectiveness. 

Training Design, Delivery, and Relevance 

The findings confirmed and extended existing knowledge by demonstrating that 

the design and delivery of training programs played a pivotal role in shaping participants’ 

satisfaction and their perceptions of the overall effectiveness of continuous training 

(Sesen & Ertan, 2022; Zamiri & Esmaeili, 2024). Many employees strongly preferred 

interactive learning formats, such as scenario-based simulations and case studies, that 

closely mirrored the real-life challenges they encountered in their hospital roles. This 

preference aligned with social learning theory, which posits that observational and 

experiential learning enhance knowledge retention and skill acquisition (Firmansyah & 

Saepuloh, 2022). Participants highlighted how these dynamic training methods fostered 

engagement by allowing them to actively participate rather than passively receive 

information, which increased their confidence in applying new knowledge to patient care 

and operational tasks. The practical nature of these sessions helped bridge the gap 

between theory and practice, making the learning experience more meaningful and 

immediately applicable to their daily work environment. These findings confirmed 

previous research emphasizing the importance of experiential learning for effective 

training outcomes. 

Conversely, participants noted that training programs perceived as irrelevant, 

overly generic, or poorly timed negatively impacted their motivation and the perceived 

value of the training. Sessions that failed to address specific job functions, hospital 
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protocols, or emerging healthcare challenges were often considered redundant or 

disconnected from their professional needs. Moreover, scheduling training during peak 

workload periods or without adequate consideration of shift patterns created logistical 

challenges and reduced attendance and engagement. These findings extended existing 

knowledge by underscoring the critical need for continuous evaluation and customization 

of training content and delivery methods to ensure alignment with the evolving demands 

of the healthcare environment and the diverse roles within hospital settings. Tailoring 

training to the specific contexts and competencies of employees enhanced learning 

outcomes and demonstrated organizational responsiveness to staff needs, ultimately 

fostering a culture of continuous professional development. 

Training Barriers and Systemic Challenges 

The findings confirmed and extended existing knowledge by revealing significant 

barriers that impeded participants’ full engagement in continuous training despite overall 

positive perceptions (Kim & Jung, 2022; Susanto et al., 2023). Time constraints were 

frequently mentioned, with heavy clinical workloads and unpredictable hospital demands 

limiting staff availability to attend training sessions. This challenge reflected systemic 

issues within institutional structures in which operational priorities often overshadow 

staff development, highlighting organizational learning gaps consistent with institutional 

theory (Rezali et al., 2021). Participants described a tension between immediate clinical 

responsibilities and the longer-term benefits of training, resulting in frustration and 

missed opportunities for skill enhancement. 
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Resource limitations, including inadequate staffing and lack of managerial 

support, further compounded these barriers. Many participants noted that understaffed 

units made releasing personnel for training without compromising patient care 

challenging, exacerbating workload stress. Additionally, some reported a lack of 

encouragement or tangible support from supervisors to prioritize training, which 

diminished their motivation and sense of organizational alignment. These systemic 

challenges underscored the need for hospital leadership to critically evaluate workforce 

management and resource allocation to ensure that continuous training was available and 

practically accessible. Addressing these institutional obstacles was essential for bridging 

the gap between training intentions and real-world application, thereby enhancing 

employee development and organizational performance. 

Emotional Intelligence, Mental Health, and Interpersonal Skills 

The findings extended existing knowledge by highlighting the critical role of 

emotional intelligence and mental health in training effectiveness and workplace 

performance (Aljumah, 2023; Silva et al., 2023). Participants emphasized how 

continuous training programs enhanced their communication skills, emotional regulation, 

and stress management competencies essential in the high-pressure, fast-paced hospital 

environment. This aligned closely with social learning theory, which highlights 

behavioral modeling and emotional regulation as key components of effective learning 

and adaptation (Devi et al., 2022). Employees shared experiences where improved 

interpersonal skills fostered stronger teamwork and conflict resolution, creating a more 

supportive and cohesive work atmosphere. 
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Moreover, participants acknowledged that attention to mental health support was 

vital to sustaining their ability to engage meaningfully with training content and translate 

learning into improved practice. Several described coping with workplace stress and 

burnout as ongoing challenges and noted that training programs addressing emotional 

intelligence also offered a framework for resilience and psychological well-being. This 

recognition pointed to a growing awareness that mental health was not only a personal 

concern but also an organizational imperative linked to performance outcomes. 

Integrating mental health resources alongside skills training could thus enhance the 

overall effectiveness of continuous professional development initiatives and contribute to 

healthier, more productive hospital workplaces. 

Patient Safety, Emergency Response, and Care Quality 

The findings confirmed and extended existing knowledge by demonstrating the 

significant impact of continuous training on patient safety, emergency preparedness, and 

overall care quality (Filip et al., 2022; Krishnamoorthy et al., 2023). Many employees 

linked their engagement in training programs to improved clinical decision-making, 

enhanced emergency readiness, and adherence to best practices. This perspective 

reflected the tenets of organizational learning theory, which emphasizes the development 

of institutional capabilities and the continuous improvement of processes to ensure high-

quality care (Berta et al., 2015). Participants expressed that regular training reinforced 

safety protocols and reduced errors, fostering a culture where patient-centered care was 

paramount. 
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Participants also noted how training instilled greater confidence in their roles, 

empowering them to act decisively during critical incidents and contribute meaningfully 

to multidisciplinary emergency responses. This confidence improved individual 

performance and strengthened team dynamics and institutional resilience. The linkage 

between training and tangible improvements in care quality supported the argument that 

continuous learning was indispensable in healthcare settings, where patient outcomes 

depended on the accurate application of knowledge and rapid adaptability to evolving 

clinical scenarios. Thus, training programs served as foundational tools for sustaining 

employee competence and institutional excellence. 

Engagement and Internal Motivation 

The findings confirmed and extended existing knowledge by revealing that 

intrinsic motivation and personal engagement were powerful drivers of employee 

participation in continuous training and subsequent performance improvements 

(Koutroubas & Galanakis, 2022; Mutonyi et al., 2022). Participants frequently described 

their commitment to lifelong learning as a fundamental motivator, reflecting social 

learning theory’s emphasis on self-efficacy and internal drive as crucial to sustained 

behavioral change (Firmansyah & Saepuloh, 2022). Many conveyed a sense of 

professional pride and personal responsibility to enhance their skills continually, viewing 

training not simply as a requirement but as an opportunity for growth and career 

advancement. 

At the same time, organizational encouragement through recognition, feedback, 

and supportive leadership was identified as an important external factor reinforcing these 
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internal motivators. When participants felt valued and acknowledged for their learning 

efforts, it created a positive feedback loop that enhanced engagement and encouraged 

further skill development. This dynamic highlighted the interplay between individual 

agency and organizational culture in fostering a proactive learning environment. 

Cultivating this virtuous cycle of motivation and engagement was essential for hospitals 

aiming to maximize the impact of continuous training and achieve sustained 

improvements in workforce performance. 

Peer, Interdisciplinary, and Operational Learning 

The findings confirmed the importance of peer learning and interdisciplinary 

collaboration as critical components of effective continuous training programs (Beer et 

al., 2022; He et al., 2022). Participants emphasized that learning from colleagues across 

different departments and professional disciplines was invaluable for operational 

improvements and knowledge exchange. These informal and formal learning networks 

facilitated the diffusion of best practices and innovation within the hospital, supporting 

institutional resilience and adaptability as described in institutional theory (Kauppi, 

2022). Collaborative learning environments encouraged the sharing of diverse 

perspectives, which enriched individual understanding and strengthened team-based care. 

Moreover, participants noted that peer-led discussions and interdisciplinary 

workshops created a sense of community and mutual support that enhanced their learning 

experiences. These settings provided opportunities for problem-solving, reflective 

practice, and real-time feedback, contributing to better performance outcomes. 

Integrating operational learning—where knowledge was directly connected to day-to-day 
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hospital functions—ensured that training was relevant and actionable. Fostering peer and 

interdisciplinary learning cultivated a culture of continuous improvement, where 

employees felt empowered to contribute to collective goals and institutional success. 

In conclusion, the findings from these nine interviews, which reached saturation, 

illustrated that employees’ perceptions of their performance based on continuous training 

were multifaceted and deeply embedded within Lebanese hospitals’ cultural, 

organizational, and systemic contexts. The study’s grounding in social learning, 

organizational learning, and institutional theories provided a comprehensive lens to 

understand how training experiences translated into perceived performance outcomes, 

highlighting both facilitators and barriers to effective learning and application in complex 

healthcare settings. 

Limitations of the Study 

Although this qualitative phenomenological study yielded valuable insights into 

how hospital employees in Lebanon perceive the impact of continuous training on their 

performance, several limitations arose during the execution of the research that affect the 

overall trustworthiness of the findings. These limitations, inherent to the design and 

contextual realities of the study, must be acknowledged to enable a critical and 

transparent interpretation of the results. 

One of the primary limitations was the low response rate among potential 

participants. Despite extensive efforts to recruit a diverse sample, several employees 

either declined participation or failed to respond to invitations. Consequently, the final 

sample consisted of nine participants. While thematic saturation was achieved by the 
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ninth interview—evidenced by the recurrence and reinforcement of central themes—

limited participation may have excluded important alternative perspectives. This poses a 

potential threat to the credibility of the findings, as those who chose not to participate 

may have had differing or more critical views of the training systems in place. The 

resulting sample, while sufficient for saturation, may not reflect the full spectrum of 

experiences within the hospital. 

A second limitation relates to language and communication dynamics. All 

participants were native Arabic speakers, while the interviews and data analysis were 

conducted in English. Although care was taken to allow participants to express 

themselves comfortably—using Arabic where necessary and translating responses with 

attention to nuance—there remains a risk of translation loss. Subtle cultural or emotional 

meanings embedded in participants’ Arabic expressions may not have been fully captured 

in English translation, thereby affecting the authenticity and depth of the data. This 

language barrier is particularly relevant in a phenomenological study, where the richness 

of participants’ lived experiences is central to the research goal. It may also have affected 

participants’ willingness to elaborate or disclose sensitive viewpoints, especially when 

discussing emotionally or professionally complex topics such as job performance, 

institutional support, or psychological stress. 

Another limitation concerns participant diversity across roles and departments. 

While the study aimed to represent a cross-section of hospital employees, the sample was 

not evenly distributed across all departments, shifts, or professional levels. For example, 

certain departments were underrepresented, which may have skewed the findings toward 
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the experiences of employees in more administratively or clinically stable units. This 

uneven departmental representation limits the transferability of the findings to broader 

hospital contexts, especially in high-intensity, high-turnover environments where training 

needs and outcomes may differ significantly. 

Additionally, time constraints and organizational pressures posed contextual 

challenges to data collection. Interviews were scheduled around participants’ working 

hours, often in high-stress environments with limited availability. This may have 

influenced the depth of responses or the level of reflection participants could offer during 

interviews. In some cases, responses were brief or guarded, potentially due to fatigue, 

workload, or concerns about confidentiality despite assurances. Such conditions may 

have impacted the dependability of the data, as participants’ openness could be shaped by 

temporal and situational factors rather than solely by their authentic views. 

Potential researcher and participant biases also warrant consideration. As with 

most qualitative research, I served as the primary instrument for data collection and 

analysis. While reflexivity was practiced throughout the process—including journaling, 

memo writing, and external peer debriefing—there remains an inherent risk of subjective 

interpretation. Likewise, participants may have been influenced by social desirability bias 

or fear of professional repercussions, especially when discussing sensitive topics such as 

the adequacy of training, leadership responsiveness, or institutional culture. This dynamic 

may have shaped the tone or content of their responses, impacting the confirmability of 

the study. 
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The absence of perspectives from external training stakeholders, such as 

professional training institutions, external facilitators, or educational collaborators, is 

another notable limitation. While the study focused exclusively on hospital-based 

employees, integrating external stakeholders could have provided a more comprehensive 

view of training development, delivery, and strategic alignment. Their absence may 

render the findings somewhat insular, limiting insights into the broader ecosystem of 

continuous education in healthcare. 

Finally, the contextual backdrop of Lebanon’s socio-economic instability during 

the study period should be noted. External stressors—such as political unrest, economic 

crisis, and public health challenges—may have influenced participants’ perceptions of 

institutional support, training value, or their overall professional development. These 

broader systemic pressures are difficult to isolate but undoubtedly shaped the lived 

experiences shared during interviews, potentially amplifying negative sentiments or 

masking positive outcomes. 

In conclusion, while these limitations do not invalidate the findings, they 

highlight the importance of interpreting the results with contextual sensitivity and 

methodological caution. Measures such as triangulation through document review, 

reflective analysis, and data saturation support the trustworthiness of the research, but the 

limitations identified—particularly around language, participant diversity, and contextual 

constraints—underscore the need for further studies with broader sampling and more 

inclusive methodologies to build on these findings. 
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Recommendations 

Several recommendations for further research are proposed based on the literature 

reviewed in Chapter 2. These recommendations aim to expand understanding while 

respecting the boundaries and contextual realities highlighted in the current study. 

First, future research should seek to broaden participant diversity in terms of 

professional roles and departmental representation. While this study achieved thematic 

saturation with nine participants, the uneven distribution across hospital units may have 

limited the range of experiences captured. Subsequent studies could incorporate a larger 

and more stratified sample, ensuring inclusion of high-intensity and high-turnover 

departments such as emergency and intensive care units, where continuous training may 

have distinct impacts. This approach would address transferability concerns noted in this 

research and align with literature emphasizing role-specific training needs (Chapter 2). 

Second, addressing the language barrier observed in this study is essential to 

capturing richer and more authentic employee narratives. Future investigations could 

implement bilingual data collection and analysis processes, involving native Arabic-

speaking researchers to conduct and translate interviews. This would minimize 

translation loss and cultural nuance dilution, enhancing the depth of phenomenological 

inquiry. Additionally, allowing participants to choose their language of communication 

freely may increase openness, especially when discussing sensitive topics related to job 

performance and institutional dynamics. 

Third, longitudinal research designs could add significant value to understanding 

how perceptions of training impact evolve. Given the dynamic nature of hospital work 
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environments and Lebanon’s fluctuating socio-economic conditions, tracking employees’ 

views at multiple intervals post-training could reveal temporal patterns and long-term 

effects on performance. This recommendation responds to the limitations of single-point 

data collection identified in this study and the literature advocating for temporally 

sensitive qualitative methodologies. 

Fourth, expanding the scope of inquiry to include perspectives from external 

stakeholders involved in continuous training—such as professional trainers, educational 

institutions, and policy makers—would enrich understanding of training’s development 

and implementation. Incorporating these viewpoints could help contextualize hospital 

employees’ perceptions within the broader ecosystem of healthcare education, a gap 

identified in this study and prior research (Chapter 2). Such multi-stakeholder approaches 

may uncover systemic enablers or barriers influencing training efficacy. 

Finally, given the contextual backdrop of Lebanon’s socio-economic instability, 

future research should explicitly explore how external stressors influence employee 

perceptions and training outcomes. Mixed-methods designs that combine qualitative 

interviews with quantitative measures of stress, job satisfaction, or institutional support 

could provide a more holistic picture. This approach would build on findings from the 

current study, which acknowledged but did not isolate the effects of external crises, and 

align with literature linking workplace stress and professional development. Future 

studies might also employ collaborative data analysis techniques, such as member 

checking or peer auditing involving multiple researchers fluent in Arabic and English to 

mitigate potential researcher and participant biases. These strategies enhance 
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confirmability and credibility, particularly when exploring sensitive or subjective 

experiences. 

In sum, while the current study provides valuable foundational insights into 

hospital employees’ perceptions of their performance as shaped by continuous training, 

these recommendations offer pathways to deepen and broaden understanding. By 

addressing sample diversity, language considerations, longitudinal dynamics, multi-

stakeholder perspectives, contextual factors, and methodological rigor, future research 

can build on the strengths and limitations identified here, contributing to more nuanced 

and actionable knowledge in the field of healthcare training in Lebanon. 

Implications 

This study addressed a gap in the literature and provided new knowledge for 

understanding how employees perceive their own performance based on continuous 

training in hospitals. This study offered important insights that can contribute to positive 

social change across multiple levels within Lebanese healthcare settings. Several 

implications of this study were identified. 

At the individual level, I underscore the significance of personal and professional 

growth through ongoing training. When employees perceive their performance positively, 

they are more likely to experience enhanced self-efficacy, job satisfaction, and 

motivation. This can foster a sense of worth and dignity, encouraging healthcare workers 

to engage more fully with their roles and improve the quality of care they deliver. Such 

empowerment has ripple effects, benefiting families who receive better-informed, more 

compassionate healthcare. 
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At the organizational level, the study highlights how continuous training 

programs can cultivate a supportive, collaborative workplace culture. Employees who 

feel competent and valued are more likely to contribute to team cohesion and effective 

communication, which are critical in complex healthcare environments. Strengthening 

these dynamics can improve patient safety and outcomes, boosting the institution’s 

reputation and community trust. These organizational improvements align with the 

study’s focus on employee perceptions without extending beyond the hospital context. 

At the societal and policy level, the findings reinforce the role of continual 

training in advancing broader health and education goals, such as those articulated in the 

United Nations Sustainable Development Goals (SDGs), specifically Goal 3 (Good 

Health and Well-being) and Goal 4 (Quality Education). While the study focuses on 

hospital employees’ perceptions, it implicitly supports national efforts to enhance 

healthcare quality and workforce capacity. Policymakers and healthcare leaders in 

Lebanon may use these findings to advocate for sustained investment in training 

infrastructures, promoting equitable access to professional development opportunities 

that strengthen the healthcare system. 

Methodologically, this study demonstrates the value of qualitative 

phenomenological approaches in capturing the nuanced experiences and perceptions of 

healthcare workers, highlighting the need for culturally and linguistically sensitive 

research designs. Future research could build on these methods to explore varied 

healthcare settings and stakeholder perspectives, thus enriching the empirical base. 
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Theoretically, the findings contribute to performance perceptions and adult 

learning theories by situating employee development within the context of continuous 

training and workplace culture. They underscore how perceived competence influences 

motivation and engagement, reinforcing models that link professional development with 

organizational outcomes. 

Empirically, the study adds to the limited literature on continuous training impacts 

within Lebanese healthcare, providing foundational data to inform tailored interventions. 

It also emphasizes the importance of contextual factors, such as socio-economic 

instability, which must be considered in future research and program design. 

Based on these findings, healthcare institutions should prioritize designing and 

implementing ongoing, role-specific training programs that consider employees’ 

language preferences and cultural contexts. Managers and training coordinators are 

encouraged to foster environments where staff feel psychologically safe to express 

challenges and successes, enhancing training initiatives’ authenticity and effectiveness. 

Institutions might also develop monitoring and feedback mechanisms to 

continuously evaluate training impact on employee performance perceptions and patient 

care outcomes. Aligning training goals with organizational mission statements and 

broader health policies can strengthen institutional commitment and resource allocation. 

Finally, partnerships with external educational bodies and policymakers should be 

cultivated to ensure that training programs remain current, evidence-based, and 

responsive to local and global healthcare trends, thus supporting Lebanon’s progress 

toward international development goals. 
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Conclusion 

This study illuminates the pivotal role of continuous training in shaping hospital 

employees’ perceptions of their performance within Lebanese healthcare. By engaging 

healthcare workers in ongoing professional development, institutions empower 

individuals to enhance their skills, build confidence, and foster a stronger professional 

identity. These positive perceptions are crucial, as they influence motivation, job 

satisfaction, and ultimately the quality of patient care. The study’s findings highlight that 

training is not merely a procedural requirement but a transformative process that directly 

impacts employee well-being and effectiveness. 

Moreover, the research underscores the importance of designing training 

programs sensitive to cultural and linguistic contexts. Since participants communicated 

primarily in Arabic while analysis was conducted in English, the study reveals how 

nuanced communication and cultural understanding are vital to capturing authentic 

employee experiences. This insight calls for healthcare organizations to adopt bilingual or 

culturally tailored training and evaluation approaches that can better address the diverse 

needs of their workforce, thereby maximizing engagement and learning outcomes. 

At the organizational level, continuous training is a cornerstone for building 

supportive and collaborative workplace cultures. Employees who perceive their training 

positively tend to contribute more effectively to team dynamics, improving 

communication and coordination essential to high-quality healthcare delivery. These 

improvements can enhance patient safety, satisfaction, and trust in healthcare institutions, 

especially in Lebanon’s challenging socio-economic environment. The study thus 
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reinforces that investment in employee development is an investment in healthcare 

organizations’ overall stability and resilience. 

Finally, the implications of this study extend beyond the immediate hospital 

setting, connecting to broader societal and policy goals such as the United Nations 

Sustainable Development Goals on health and education. By strengthening the healthcare 

workforce through continuous training, Lebanese institutions contribute to national 

efforts toward improved health outcomes and lifelong learning opportunities. This 

research advocates for sustained commitment to professional development as a strategic 

priority that aligns local practices with global standards, ultimately fostering a more 

equitable and effective healthcare system. 
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Appendix A: Invitation Email 

 A new study about employees’ perceptions of their performance based on 

continuous training in hospitals aims to help hospital administrators better understand and 

support their staff. For this study, you are invited to share your experiences with ongoing 

training and its impact on employees’ performance. 

About the study: 

• One 45-50 minute in-person or online interview that will be audio-recorded (no 

video recording) (Online interviews will take place on Zoom or Teams). 

• You would receive a $20 gift card as a thank-you. 

• To protect your privacy, the published study will not share any names or details 

identifying you. 

Volunteers must meet these requirements: 

• 18 years old or older 

• Currently working in a hospital setting 

• Received or participated in training sessions 

This interview is part of the doctoral study for Mohamad El Fakih, a Ph.D. student at 

Walden University. Interviews will take place during March. 

Please email (redacted) to let the researcher know if you are interested. You are welcome 

to forward it to others who might be interested. 
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Appendix B: Interview Questions and Protocol 

Date: 

Location: 

Name of Interviewer: 

Name of participant:  

Thank you for your time today and agreeing to participate in this study. I will be 

asking you questions related to your experiences as a hospital administrator and how 

continuous training has influenced employees’ perception of their performance. As 

outlined in the consent form, I will be recording the audio of this interview and taking 

notes to ensure the accuracy of the information shared. 

If you prefer not to answer any of the questions or wish to stop the interview at 

any time, please feel free to let me know, and we can proceed according to your comfort 

level. 

Background & Warm-Up Questions: 

1. How are you doing today? 

2. How many years of experience do you have in management? 

3. How long have you been with your current organization?  

o 0-3 years 

o 4-5 years 

o 6-8 years 

o 9-10 years 
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o 10+ years 

4. How would you categorize the size of your current organization?  

o 0-50 employees 

o 51-100 employees 

o 101-200 employees 

o 201-500 employees 

o 500+ employees 

The semistructured interview questions are as follows: 

1. How do employees describe their daily job performance improvement based on 

the continual training? 

2. What specific skills or knowledge do employees believe they have gained or 

improved through continual training programs? 

3.  How do employees perceive the relevance of the training content to their job 

roles and responsibilities? 

4. To what extent do employees feel supported by the organization in applying the 

skills learned from continual training in their work? 

5. How do employees perceive the effectiveness of feedback received during or after 

continual training sessions? 

6. How do employees compare their performance before and after participating in 

continual training programs? 

7. What factors do employees believe contribute to the success or failure of 

continual training initiatives in enhancing their performance? 
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8. How do employees perceive the overall quality and accessibility of the continual 

training resources and materials the hospital provides? 

9. How do employees perceive the organizational culture and climate regarding the 

importance of continual learning and development? 

10.  How do employees’ perceptions of their performance align with organizational 

goals and expectations as influenced by continual training efforts?  

The follow-up semistructured interview questions are as follows: 

11. Can you share a specific example where you noticed a significant improvement in 

your daily performance after a training session? 

12. How did the training specifically help you handle daily tasks more efficiently or 

effectively? 

13. Can you describe a situation where the new skills or knowledge from the training 

directly impacted your work? 

14. Are there any skills or areas where you feel the training did not quite meet your 

needs? Why? 

15. How easy is it for you to access the training materials when you need them? 

16. Are there any resources or materials you feel could be improved or expanded? 

17. From your perspective, what are the key factors that contribute to the success of 

the training programs you’ve participated in? 

18. Are there any barriers or challenges you’ve encountered that you think hinder the 

success of training?
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Appendix C: Participant Recruitment Notice 

We invite you to participate in a research study about employees’ perceptions of 

their performance based on continuous training in hospitals. The purpose of this 

qualitative interpretive phenomenological study is to explore how employees perceive 

their performance based on the continual training that they receive in hospitals.  

Your role as a participant: As a participant, you will be asked to take part in 

interviews related to your experiences as a hospital administrator and how continuous 

training has influenced employees’ perception of their performance. The study will take 

approximately 45 to 50 minutes to complete. 

Your Rights: 

Voluntary Participation: Your participation is entirely voluntary. You have the 

right to decide whether or not to participate. 

Right to Withdraw: You have the right to withdraw from the study at any time, 

without any consequences or penalties. If you decide to withdraw, any data collected up 

to that point will be discarded, unless you agree to let it be used. 

Confidentiality: All information you provide will be kept confidential. Your 

identity will not be linked to any study results, and any data collected will be 

anonymized. 

If you have any questions or would like more information about the study, please 

email (redacted). 

Thank you for considering participating in this important research. 
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